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ENSURING DIVERSITY AT THE SENIOR LEV- 
ELS OF THE FEDERAL GOVERNMENT AND 
THE U.S. POSTAL SERVICE 


THURSDAY, MAY 10, 2007 

House of Representatives, 

Subcommittee on Federal Workforce, Postal 
Service, and the District of Columbia, 
Committee on Oversight and Government Reform, 

Washington, DC. 

The subcommittee met, pursuant to notice, at 1:58 p.m. in room 
2247, Rayburn House Office Building, Hon. Danny K. Davis (chair- 
man of the subcommittee) presiding. 

Present: Representatives Davis of Illinois, Cummings, Clay, and 
Sarbanes. 

Staff present: Tania Shand, staff director; Caleb Gilchrist, profes- 
sional staff member; Lori Hayman, counsel; Cecelia Morton, clerk; 
Mason Alinger, minority senior professional staff member; and Alex 
Cooper, minority professional staff member. 

Mr. Davis of Illinois. The subcommittee will come to order. 

If this was on a Sunday I would say that this was the day that 
the Lord has made, because basically there are so many things 
going on at the moment and so many different things taking place. 
We have two subcommittee hearings taking place in the Committee 
on Oversight and Government Reform, Domestic Policy, as well as 
this one, and about the same Members are on both subcommittees, 
so obviously some of our Members are going to be there, some of 
our Members are going to be here, plus we have activity taking 
place on the floor. Some of our people are also going to be there. 
So you might see people coming in and out. It is not an indication 
of their lack of interest in the subject matter, or in your testimony; 
it is just that this is one of those working Congresses that is doing 
a great deal of work all at the same time. 

Let me thank our witnesses for being here. We appreciate the 
fact that you have come. We will just go right into the testimony 
in a minute once I swear in the witnesses. First, I would like to 
introduce them, though. 

Panel one, Mr. George Stalcup is the Director of Strategic Issues 
at the Government Accountability Office and he oversees a range 
of reviews of management issues across Government, including a 
variety of human capital areas. Mr. Stalcup also oversees GAO’s 
high risk program and issuance of GAO’s biennial update to its 
high risk list. He has over 37 years of Federal service, 33 of which 
have been at the GAO. 
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Ms. Nancy Kichak was named Associate Director for the Human 
Resources Policy Division for the Office of Personnel Management 
in September 2005, and in this position she leads the design, devel- 
opment, and implementation of innovative, flexible, merit-based 
human resource policies. 

Mr. Carlton Hadden is a member of the Senior Executive Service 
as the Director of the Office of Federal Operations, U.S. Equal Em- 
ployment Opportunity Commission. The Office is responsible for 
the Federal Government’s equal employment opportunity EEO ap- 
pellate function, and also provides oversight for the Government- 
wide EEO complaint adjudication and affirmative employment 
functions. In 1999, he was appointed Director of the Office of Fed- 
eral Operations. Since his appointment, he has initiated sweeping 
changes, which have been instrumental in improving the operation 
of EEO programs in the Federal Government. 

That will be our first panel of witnesses. I was really hoping that 
my ranking member would have come in, and he hasn’t managed 
to do so yet. 

I am going to read an opening statement, after which I am going 
to swear in the witnesses and we will proceed. 

Ranking Member Marchant, members of the subcommittee, and 
hearing witnesses, welcome to the subcommittee’s hearing on en- 
suring diversity in the Senior Executive Services [SES], and the 
Postal Service. Today’s hearing is being held as a followup to a 
hearing that I requested in 2003 to look at diversity within the 
SES. The hearing was prompted by a GAO study requested by me 
and other members of the former Committee on Government Re- 
form. The study found a lack of diversity in the SES and main- 
tained that, unless some affirmative action measures were taken, 
once members of the predominately white male SES retired, they 
would be replaced, for the most part, by white women. 

Today’s hearing will look at current diversity trends in the SES 
and the Postal Career Executive Services. This hearing will help 
the subcommittee move forward on the very important issue of di- 
versifying, the highest and most influential ranks of the Federal 
work force, the SES, and the Postal Service. This issue is impor- 
tant because the Federal work force should be as diverse as the 
people it serves. It is simply good business and, of course, it is good 
government. 

[The prepared statement of Hon. Danny K. Davis follows:] 
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STATEMENT OF 

CHAIRMAN DANNY K. DAVIS 

AT THE SUBCOMMITTEE ON FEDERAL WORKFORCE, 

POSTAL SERVICE, AND THE DISTRICT OF COLUMBIA 

HEARING ON “ENSURING DIVERSITY AT SENIOR LEVELS OF THE FEDERAL 
GOVERNMENT AND THE U.S. POSTAL SERVICE” 

Thursday, May 10, 2007 

Ranking Member Marchant, members of the Subcommittee, and hearing 
witoesses, welcome to the Subcommittee’s hearing on “Ensuring Diversity in the Senior 
Executive Service (SES) and the Postal Service.” Today’s hearing is being held as a 
follow up to a hearing I requested in 2003 to look at diversity within the SES. The 
hearing was prompted by a GAO study requested by me and other members of the 
former Committee on Government Reform. The study found a lack of diversity in the 
SES and maintained that unless some affirmative action measures were taken once 
members of the predominately white male SES retired, they would be replaced, for the 
most part, by white women. Today’s hearing will look at current diversity trends in the 
SES and the Postal Career Executive Service (PCES). 

This hearing will help the Subcommittee move forward on the very important 
issue of diversifying the highest and most influential ranks of the federal workforce, the 
SES, and the Postal Service, the PCES. This issue is important because the federal 
workforce should be as diverse as the people it serves. It is simply good business and 
good government. 

A January 15, 2007, Washington Post article entitled, “Department of Human 
Behavior,” reported that Cedric Herring, who works for the University of Illinois at 
Chicago, did a study that found that companies that are more diverse have more 
customers, a larger share of their markets and greater profitability. Furthermore, 
companies that are successful appear to do a better job of attracting and retaining 
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minorities. People of color bring new perspectives to the table but also seem to catalyze 
new thinking among others. 

The Equal Employment Opportunity Commission (EEOC) and the Office of 
Personnel Management (0PM) have critical oversight roles in ensuring diversity in the 
federal workforce. Their testimony today will help us understand how effective agencies 
are in recruiting minorities for federal service and whether or not agencies are being 
held accountable for discriminatory practices that hinder diversity and upward mobility 
in the workplace. 

In 2003, 0PM created the SES Candidate Development Program (SES CDP) to 
address diversity in the SES by helping participants develop their leadership skills and 
preparing them for executive level positions. Die Subcommittee would like to know if 
federal agencies are participating in the program and how many minorities and women 
have graduated from the program. Similarly, we would like to know what steps the 
Postal Service is taking to improve diversity in its executive service. 

The federal government and the Postal Service have to do a better job of 
“accepting difference.” In its 2003 report, GAO stated that, “Diversity can bring a 
wider variety of perspectives and approaches to policy development and 
implementation, strategic planning, problem solving, and decision making, it can be an 
organization strength that contributes to the achievement of results.” 

The federal government and the Postal service are at risk of failing to realize 
these benefits because its workforce does not adequately reflect the diversity of the 
people it serves. This Subcommittee will periodically hold hearings on this issue to 
hold agencies and the Postal Service accountable for results. 

Today, I am also going to request that GAO conduct a new study on diversity in 
the SES and the PCES. The purpose of the study will be to continue to track agency 
results in increasing diversity. 

I would like to submit for the record the viritten testimony of the Asian American 
Government Executives. 

Thank you and I look forward to the testimony of today’s witnesses. 

♦♦♦ 
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Mr. Davis of Illinois. I am now going to move to swear in the 
witnesses. If you would, stand and raise your right hands. 

[Witnesses sworn.] 

Mr. Davis of Illinois. The record will show that each witness 
answered in the affirmative. Thank you very much. 

Of course, your entire statement will appear in the record. The 
green light indicates that you have 5 minutes to summarize your 
statement. The yellow light means that your time is running down 
and you have only 1 minute remaining to complete your statement. 
The red light means that your time is expired. 

We will begin with Mr. Stalcup. Thank you very much, and wel- 
come. 

STATEMENTS OF GEORGE H. STALCUP, DIRECTOR, STRATE- 
GIC ISSUES, U.S. GOVERNMENT ACCOUNTABILITY OFFICE; 

NANCY KICHAK, ASSOCIATE DIRECTOR, STRATEGIC HUMAN 

RESOURCES POLICY DIVISION, OFFICE OF PERSONNEL 

MANAGEMENT; AND CARLTON HADDEN, DIRECTOR, OFFICE 

OF FEDERAL OPERATIONS, U.S. EQUAL EMPLOYMENT OP- 
PORTUNITY COMMISSION 

STATEMENT OF GEORGE H. STALCUP 

Mr. Stalcup. Thank you. Chairman Davis. Thank you for the op- 
portunity to participate in this hearing on diversity at the senior 
levels of the Federal Government and the U.S. Postal Service. 

In 2003, we issued a report and looked at diversity in the SES 
as of October 2000. We also estimated by race, ethnicity, and gen- 
der the number on board who would leave Government service by 
the end of fiscal year 2007. Finally, we projected what the profile 
of the SES would be at the end of 2007, if the employment trends 
did not change. We made similar estimates at the GS-15 and GS- 
14 levels, which are viewed by most as the primary developmental 
pools for the SES. 

In 2000, we reported on diversity in the Postal Service, the Post- 
al Career Executive Service, as well as the other levels within the 
Postal Service, as of September 1999. 

Now, while we have not done any recent work to update those 
previous reports, you asked us to provide data on diversity for this 
hearing on both the SES and the PCES, as well as, those groups 
that serve as the primary developmental pools for each and from 
which the vast majority of potential successors to those positions 
would come. That data is contained in the tables within my written 
statement. 

For the career SES and the related GS-15s and 14s, develop- 
mental pools, the data are showing for October 2000, which was 
drawn from our previous report, and from September 2006, which 
we extracted from OPM’s central personnel data file. There are 
Government-wide statistics, and there are statistics for each of the 
24 CFO Act agencies. 

For the PCES and the related development pool, data are show- 
ing for September 1999, drawn from our previous report, and again 
from September 2006, and it was provided to us by the Postal Serv- 
ice. There are Service-wide statistics for officers, executives, and 
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the developmental pool of Executive Administration Service levels 
22 and above. 

The data show that as of September 2006, the overall representa- 
tion of both women and minorities increased both in the SES and 
the PCES since our reports. In the SES the percentage of women 
increased from 23.6 to 28.4, and the percentage of minorities from 
13.8 to 15.9. In the PCES the percentage of women moved from 
20.1 to 28.6, and the percentage of minorities from 25.3 to 29.1. 

Increases also occurred in both the minorities and women within 
the developmental pools for both the SES and the PCES. It is im- 
portant to point out, however, that the changes over this time and 
the percentages as of last September vary by group. While notable 
increases have come about in certain agencies or groups, in some 
areas percentages have not increased or have gone down. 

Again, we have not done work to identify or analyze the factors 
that account for these changes, but we look forward to working 
with the subcommittee on these important issues as we move for- 
ward. 

As we have just testified, the Federal Government is facing new 
and more complex challenges in the 21st century because of long- 
term fiscal constraints, changing demographics, and other factors. 
The SES and the PCES generally represent the most senior and ex- 
perienced segments of those work forces that are critical to provid- 
ing the strategic leadership needed to effectively meet these chal- 
lenges. Having a diverse core of senior executives can be an organi- 
zational strength that contributes to the achievement of resulte by 
bringing a wider variety of perspectives and approaches to bear on 
policy development and implementation, strategic planning, prob- 
lem solving, and decisionmaking. 

But retirement eligibility is typically high in the executive ranks. 
0PM has estimated that 90 percent of the Federal executives will 
be retirement eligible within 10 years, and the Postal Service ex- 
pects nearly half of its executives to, in fact, retire within the next 
5 years. 

Major departures could result in loss of leadership, institutional 
knowledge, and expertise within these leadership ranks. This un- 
derscores the need for effective succession planning. Succession 
planning is also tied to the opportunity to effect diversity through 
new appointments. Having a good insight into the Government’s 
senior leadership and developmental pools, including the factors 
that are affecting representation today and factors such as retire- 
ments that will have an effect in the near future, are important to 
ensuring that we maintain the needed high quality and inclusive 
work force. 

This concludes my prepared remarks. We look forward to work- 
ing with the subcommittee on these important issues, and I would 
be pleased to answer any questions you may have. 

[The prepared statement of Mr. Stalcup follows:] 



7 


GAO 


For Release on Deliverj’ 
Ex]3ected at 2:00 p.m. EST 
Thursday, May 10, 2007 


United States Government Accountability Office 

Testimony 

Before the Subcommittee on Federal Workforce, 
Postal Service, and the District of Columbia, 
Committee on Oversight and Government Reform, 
House of Representatives 

HUMAN CAPITAL 

Diversity in the Federal SES 
and the Senior Levels of the 
U.S. Postal Service 


Statement of George H. Stalcup, Director 
Strategic Issues 



GAO 

Accountability * Integrity * Reliability 


GAO-07-838T 



8 


ITigiiU^hLs 



- --.s £-= - - 

fcLii_t I-: r l 1- L- tu.^ kr- k r 

;MiHisi=V=i;Li?tfi ■ Si-j : ■;> 

Pirfiiirrrii-ifet^^i kiri -fiik i;p»‘ ti;-};} - : 

:i;tr.:n-:i.|irk.Lj -pri fkirkni-iffl-kin- riKipyipijtii ;. T ■ 
ili-s- iPHfsijfeniip;'::' 

ttk- KHt:p:lV-H:H'S:l2:Efc;i:EiJp:f.'lVk2H:iriEk.ij:piiii;, . 
iiri Plj 

L«-, 1 r I i t H-‘ IHrtJrr-fc*-*' ‘ fc- 

i fe k t r t . , + E^- ^ tL k- f s vi 

■- r-r. 



HUMAN CAPITAL 

Diversity In the Federal SES and the 
Senior Levels of the U.S. Postal Service 


What GAO Found 

Data in the Civilian Personnel Data File and provided by the U.S. Postal 
Service show tliat as of the end of fiscal year 2006, Lite ov'erali percentages of 
women and minorities have increased since 2000 in both thfe federal career 
SES and the developmental pool for potential successors and the Postal 
Career Executive Service (PCES) and the developmental pool of potential 
successors (EAS levels 22 and above) since 1999. 


Governmentwide 

October 2000 

Seotember 2008 

Number 

Percent 

Number 

Percent 

Women 

Minorities 


Women 

Minorities 

SES 

6.110 

23.6 

13.8 

6.349 

28.4 

15.9 

SES poiential 
developmental 
pool {GS-14S and 
GS-iSs) 

135.012 

28.2 

17.0 

150,573 

32,8 

21 0 


Source- 6A0 anat^is oi me C*'ee ot Pef&ormei Manaoemer-i s Cemrai Petsonnef Daia Fi!e 


U.S, Postal 

Service 

Seotember 1999 

September 2006 

Number 

Percent 

Number 

Percent 

Women 

Minorities 

Women 

Minorities 

PCES 

854 

20 1 

20,8 

768 

28T^ 

25.5 

PCES poienlial 
deveiopmeniai 
pool 

8.955 

22.7 

25,3 

8,606 

30.9 

28.1 


Soutce 6 aO anaiys* of Posia' Service « 


As we have testified, the federal government is facing new and more 
complex challenges in the 21" ceniur>’ because of long-term fiscal 
constraints, changing demographics, and other factors. SES members are 
critical to providing the st rategic leadership needed to effectively meet these 
challenges. Racial, ethnic, and gender diversity in the federal government's 
senior ranks can be a key organizational component for executing agency 
missions, ensuring accountability to the American people in the 
administration and operation of federal programs, and achieving results. 

SES retirement eligibility is much higher than the workforce in general, and 
a significtmt number of SES retirements could result in a loss of leadership 
continuity, institutional knowledge, and expertise among the SES corps. In 
fact, 0PM estimates that 90 percent of federal executives will be eligible for 
retirement over the next 10 years, and the Postal Service expects nearly half 
of its executives to retire within 5 years. This underscores the need for 
effective succession planning. Succession planning also is tied to the 
federal government’s opportunity to affect SES diversity through new 
appointments. Gaining insight into diversity in the federal government's 
senior leadership and developmental pools and factors affecting them is 
imimrtant to developing and maintaining a high-quality and inclusive 
workforce. 

United States Government Accountability Office 
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Chairman Davis, Representative Marchant, and Members of the 
Subcommittee; 

I am pleased to be here today t-o provide the Subcommittee with 
information on the representation of women and minorities* in'the federal 
government’s career Senior Executive Service (SES)^ and roughly 
comparable career officer and senior executive positions in the U.S. Postal 
Service’s Postal Career Executive Service (PCES).*’ 1 am also providing 
information on the representation of women and minorities at the levels 
that serve as the developmental pools from which the vast majority of 
potential successors for career SES positions'* and potential successors for 
PCES positions will come. ' 

The federal government is facing new and more complex challenges in the 
21" century as a result of long-term fiscal constraints, changing 
demographics, evohing governance models, and other factors. Leadership 
in agencies across the federal government, especially at senior executive 
levels, is essential to providing the accountable, committed, consistent, 
and sustained attention needed to human capital and related 
organizational transformation issues. As we have previously reported, a 
high-perfonnance organization relies on a dynamic workforce with the 
requisite talents, multidisciplinary knowledge, and up-to-date skills to 


'By minorities, we refer lo p<‘Ople in the following racial and ethnic groups; African 
Anterican, American IndiaiV.AJaska Native, AsiaivPacific Islander, and Hispanic. 

■Career SES members are individuals with civil seAlce status (permanent) who are 
appointed competitively to SES positions and serv'e in positions below the top political 
appointees in the executive branch of government. 

Tlte PCES is made up of two levels, officers (PCES 02), w’ho are appointed by and serve at 
ilte pleasure of the Posunasier General and include area rice pre,sidenis and the Deputy 
Postmaster General, and executives (PCES 01), who include district managers and bulk 
mail center managers. 

■The vast m^oriiy of potential successors for career SES positions come from the general 
schedule (GS) pay plan for grades GS-14 and GS-15. We included GS-15, GS-I4, and 
equivalent employees. GSi-equivalent employees are those in equivalent grades under other 
pay plans tjial follow ll>e GS grade structure and job evaluation methodology or are 
eqtiivalent by statute. 

Tlte potential successors for PCES positions are generally from levels 22 and above of the 
Posi^ Service's Executive Administrative Service (EAS). In fiscal year 2004, EAS 
entployees at level 22 comjrared roughly to other federal employees w'ho were paid under 
the fiscal year 2004 general schedule at grade 1 1, step 6 to grade 14, step 3. 


Page 1 


GAO-07-B38T 
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ensure that it is equipped to accomplish its nussion and achieve its goals/' 
The approach that a high-performance organization takes toward its 
workforce is inclusive and draws on the strengths of employees at ail 
levels and of all backgrounds. 

SES members generally represent the most experienced segment of an 
agency’s w’orkforce and can help to effectively execute agency missions 
and ensure accountability to the American people in the administration 
and operation of federal prograjiis. Ha\ ing a diverse SES corps can be an 
organizational strength that contributes to achieving results. Diversity can 
bring a wider variety of perspectives and approaches to bear on policy 
development and implementation, strategic planning, problem solving, and 
decision making. 

The results of our most recent w'ork on SES diversity were issued in 2003, 
and we issued reports on diversity in the Postal Seivicc in 2003 and in the 
PCES in 2000.'' Today we are providing data we extracted from the Office 
of Personnel Management’s (0PM) Central Personnel Data File (CPDF) as 
of the end of fiscal year 2006 on the representation of women and 
minorities in career SES' and GS-14 and GS-lo positions as well as 
baseline data from October 2000, which we previously reported for those 
same positions.'" We also received data from the Postal Service on the 
representation of women and minorities in career officer and senior 
executive positions in the PCES as well as the levels that the Postal 
Service considers the developmental pool for PCES positions as of the end 


' GAO, Pimsify Manayeinenl: Eipcrt-Mentj/Jcd Leading Practices and Agmry 
KxompU-s, GAO-05-9(i ( Washington, D.C.; Jan. 14, 2005). 

'GAO, Senior Exec^lir-e Setvice: En}ia7ued Agency EOoris Needed (o Impivve Uivei'sUy 
us Ike Senu)'r Coitts Turns Oner, (tAO-f);3-34 (Washington. D.C.: ,Ian, 17. 2003). 

\tAO. U.S. Postal Service: Data on Catver EtnpUyyee Diveisily, GAO-03-745R 
(Washington, D.C.; Sept. 15, 2003); U.S. Postal Service: Diversity in the Postal Career 
Executive Setvice. GAO/GGD-OO-TO (Washington, D.C.: Mar. .30, 2000). 

Tor the SES, we included thase with career appointments in ihe .SES personnel system. 
These individuals are in executive p<jsitions classified above GS-I5 or equivalent and do not 
require appointment by the I*residenl with Senate conrinnation. We excluded those in 
SES-type position.s authorized by law such as in the Foreign Service, and some law 
enforcement and intelligence progrants as well as positions in the Senior Level and 
Scientific and Professional systems. 

''’GAO-03-34. 
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of fiscal year 2006 to update fiscal year 1999 data we pre\ious}y reported.'' 
We believe the CPDF is sufficiently reliable for the informational purpose 
of this testimony. We previously reported that govemmentwide data from 
the CPDF for the key variables reported in this testimony — agency, 
gender, race or national origin, and pay plan or grade — were 96 percent or 
more accurate.*'^ In addition, as the Postal Ser\ice reported making no 
changes to its database since vve performed testing of electronic data for 
obvious errors of completeness and accuracy for our 2003 report, and as 
the Postal Service provided updated information of the same nature', we 
consider the data to be sufficiently reliable for the informational purpose 
of this testimony. 

The data that we are reporting today provide a demographic snapshot of 
the career SES as well as the levels that serve as the developmental pools 
for those positions in October 2000 and September 2006, and the career 
PCES as well as the levels that serve as the developmental pool for those 
positions in September 1999 and September 2006. Table 1 shows the 
number of career SES as well as those in the developmental pool 
govemmentwide, including the percentages of women and minorities, for 
October 2000 and September 2006. 


Table 1: Career SES and the SES Developmental Pool for October 2000 and September 2006 


Govemmentwide 

October 2000 

September 2006 

Number 

Percent 

Number 

Percent 

Women 

Minorities 

Women 

Minorities 

SES 

6, 110 

23.6 

13.8 

6,349 

28.4 

16.9 

SES developmental 
pool (GS-14S and GS-15s) 

135,012 

28-2 

17.0 

160.573 

32.8 

21,0 


$n»ce GAO snatysii OPM $ CPOr 


”(iAO/GGD-00-76. Although we most recently reported on fiscal year 2002 career 
employee diversity at the Postal Service (GAO-tri-TloR), we are citing fiscal year 1 999 
Postal Service data to be more comparable with the govemmentwide data we are 
reporting- 

'^GAO, OPM's CenlrolPersomid Data File: Data Appear- Sufficienlly Reliable to Meet 
Most Customer Needs, G-^CVGGD-9S-199 (Washington, D.C.: Sept. 30, 1998), 
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Table 2 shows a further breakdown of the number of SES members, 
including the percentages of women ;md minorities, by Chief Financial 
Officers (CFO) Act agency for October 2000 and September 2006. ’ * 


Table 2 : Career SES Members by CFO Act Agency tor October 2000 and September 2006 


CFO Act agency 

October 2000 

September 2006 

Number of 
SES 

Percent 

Number of 
SES 

Percent 

Women 

Minorities 

Women 

Minorities 

Agricullure 

283 

25.4 

20.1 

314 

31.2 

18.5 

AID 

25 

20.0 

20.0 

17 

47.1 

29.4 

Commerce 

296 

23.3 

12.5 

313 

27.8 

12.8 

Defense 

1,144 

16,3 

6.1 

1,104 

21.0 

8.0 

Education 

60 

28.3 

21.7 

73 

39.7 

24.7 

Energy 

391 

18.9 

10.7 

411 

22.1 

14.6 

ERA 

255 

29.8 

15.3 

260 

37.7 

15.8 

FF-MA 

32 

21.9 

3.1 

* 

* 

* 

GSA 

84 

28.6 

14.3 

71 

26.B 

11.3 

HHS 

399 

36.1 

21.3 

342 

43.0 

22.2 

DHS 

*> 



262 

26.0 

12.6 

HUD 

73 

28.8 

35.6 

82 

37.8 

40.2 

Interior 


31.9 

22.0 

227 

32.6 

25.6 

Justice 

407 

22,6 

15.2 

605 

21.8 

17.9 

Labor 

132 

28.0 

21.2 

121 

33.1 

20.7 

NASA 

394 

19.5 

13.2 

415 

23.1 

15.9 

NRC 

139 

13.7 

11.5 

152 

20.4 

15.1 

NSF 

79 

30.4 

13.9 

78 

42.3 

15,4 

0PM 

36 

41.7 

19.4 

40 

30.0 

17.5 

SBA 

39 

33-3 

33.3 

35 

31.4 

37.1 

SSA 

118 

35.6 

33.1 

144 

39.6 

29.9 

State 

101 

28.7 

5.0 

114 

31.6 

6.1 

Transportation 

178 

27,0 

14.6 

182 

34.6 

15.9 

Treasury 

537 

23.3 

12.8 

381 

34.9 

18.6 

VA 

247 

14.6 

9.7 

229 

24.0 

14.4 


Source GAOar«ly«so*OPMsCPDF. 


’ ‘'fhe CFO Act agencies are 2-4 major execuisve agencies that are subject to the CFO Act. In 
2006, the CFO Act agencies employed 98 }>erceni of federal employees. 


Page 4 


GAO-07-838T 





13 


*The Federal Emergency Management Agency (F£ MA) was an independent agency and 1 ot the 24 
CFO Act agencies until the formation of the Department of Homeland Security (DHS) in 2003. 

'DHS did not exist before March 1 . 2003. ft was created from 22 agencies or parts ot agencies, 
including the U.S. Customs Service, which was tormeriy located in the Department of the Treasury; 
FEMA; and the Coast Guard. 

Note; AID is the Agency for International Development; ERA is the Environmental Protection Agency; 
GSA is the Genera! Services Administration; HHS is the Department ot Health and Human Services: 
HUD is the Department of Housing and Urban Development; NASA is the National Aeronautics and 
Space Administration; NRC is the Nuclear Regulatory Commission; NSF is the National Science 
Foundation; SBA is the Small Business Administration; SSA Is the Social Security Administration; and 
VA is the Department of Veterans Affairs. 


As we reported in 2003, the gender, racial, and ethnic profiles of the career 
SES at the 24 CFO Act agencies t'aried significantly in October 2000. The 
representation of women ranged from 13.7 percent to 41.7 percent, with 
half of the agencies having 27 percent or fewer women. For minority 
representation, rates varied even more and ranged from 3.1 percent to 35.6 
percent, with half of the agencies having less than 15 percent minorities in 
the SES. In 2006, the representation of women and minorities, both 
overall and for most individual agencies, was higher. The representation 
of women ranged from 20.4 percent to 47.1, percent with more than half of 
the agencies having 30 percent or more women. For minority 
representation, rales ranged from 6.1 percent to 40.2 percent, with 50 
percent of the agencies having over 1 7 percent minority representation, 
and almost 90 percent of the agencies having more than 12 percent 
minority representation in the SES.” 

Considering retirement eligibility and actual retirement rates of the SES is 
important because individuals normally do not enter the SES until well 
into their careers; thus SES retirement eligibility is much higher than the 
workforce in general. As part of a strategic human capital planning 
approach, agencies need to develop long-term strategies for acquiring, 
developing, motivating, and retaining staff. An agency’s human capital 


”While con^ariag ilie 2000 and Uie 2006 data identifies changes over time, comparing 
changes that have occurred since 2000 to the estimates we made in tlie 2003 report could 
be misleading without identifying or analyzing the factors coniribuiing to those changes as 
we did in the 2003 report . In that reijort, we re\iewed appointment trends from fiscal years 
1995 to 2000; estimated by race, ethnicity, and gender the number of career SES who would 
leave government service from October 1, 2000, through October 1, 2007; and what the 
profile of the SES would be if appointment trends did not change. We made the same 
estimates for the developmental pool of GS-15s and GS-]4s.from which the ranks of the 
majority of replacements for departing SES members come, to ascertain the likely 
composition of that pool. We have not updated that information to clelermine whether 
estimated retirement trends materialized and the impact that may have had on the diversity 
of the SES. 
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plan should address the demographic trends that the agency faces with its 
workforce, especially retirements. In 2006, 0PM reported that 
approximately 60 percent of the executive branch’s 1.6 million white-collar 
employees and 90 percent of about 6,000 federal executives will be eligible 
for retirement over the next 10 years. If a significant number of SES 
members were to retire, it could result in a loss of leadership continuity, 
inslitulional knowledge, and expeitise among the SES corps, with the 
degree of loss varying among agencies and occupations. This has 
important implications for government management and emphasizes the 
need for good succession planning for thi.s leadership group. Rather than 
simply j'ecreating the existing organization, effective succession planning 
and management, linked to the strategic hunmn capital plan, can help an 
organization become w-hat it needs to be. Leading organizations go 
beyond a “replacement” approach that focuses on identifying particular 
Individuals as possible successors for specific top-ranking positions. 
Rather, they ty'pically engage in broad, integrated succession planning and 
management efforts that focus on strengthening both current and fiiiure 
capacity, anticipating the need for leaders and other key rmp)oyee.s with 
the necessai^ con»pet.encies to successfully meet the complex challenges 
of the 2r' century. 

Succe-ssion planning also is tied to the federal government’s opportunity to 
affect the diversity of the execuri\'e (;or]:)s through new appointments, In 
September 2003, we reported that agencies in other countries use 
succession planning and management to achieve a more diverse 
workforce, maintain ihcir leadership c apacity, and increase the retention 
of high-potential staff. Racial, etlmic:, and gender diversity in the SES is an 
important component for the effective operation of the government. 

As wc recently testified before this Subcommittee, the Postal Service 
expects ncai ly half of its executives to retire within the next 5 years, 
which has important implications and underscores the need for effective 
succession planning. This presents the Postal Service with substantial 
challenges for ensuring an able management cadre and also presents 
opj)ortunities for the Postal Sen ice to affect the composition of the PCES. 
Table 3 shows the number of career PCES members and the EAS 


'Gao. Human Capital: Insights for V.S. Ag('ticicsjn>in Other Countries' .Succession 
Planning and Management Inilialix'es. (iAO-03-y]-1 (Washington, D.(\; Sopt. J5, 2003), 

"(t.AO. V.S. Pasta! Sendee: Postal Refirnn l.^u- Pnrvides Opportu nities to .‘\ihlress Postal 
CliDllenges. (i.AO-OT-684T {Washington, O.C : Apr. 17, 2007). 
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developmental pool for those positions, including the percentages of 
women and minorities, for September 1999 and September 2006. 


Table 3: Career PCES and the EAS Developmental Pool for September 1999 and September 2006 


U.S. Postal Service 

September 1999 

September 2006 

Number 

Percent 

Number 

Percent 

Women 

Minorities 

Women 

Minorities 

PCES 

854 

20.1 

20.8 

768 

28,6 

25,5 

PCES developmental pool 
(EAS 22 and above) 

8,955 

22.7 

25.3 

8.606 

30,9 

29.1 


Souico: GAO analysis of Postal Service data. 


In 2005, we reported (hat the Postal Sen ice had a formal succession 
planning process and considers the development of potential successor 
employees for executive leadership roles as one stage in that process.’’ in 
fiscal year 2002, the Postal Service completed a Web-based individual 
development plan system, which is found on the Diversity Development 
Intranet site. Individuals in management positions are to use the Web- 
based individual development plan system to identify their skills, training, 
areas of expertise, and areas of development focus. The Postal Service 
states that it tracks this information to ensure that all potential candidates 
for higher level or more specialized jobs are following a plan that includes 
the training and work experiences necessary to enable these individuals to 
fill vacant positions and lead the organization into the future. 

While we have not analyzed recent changes in the representation levels 
within the federal or Postal Service workforces for this testimony, 
agencies, including the Postal Service, have an important responsibility to 
atialyze the representation levels of their workforce and report, the results 
of their analyses under requirements from 0PM and the Kqual 
Employment Opportunity Commission (EEOC). Both of these agencies in 
their oversight roles also report on govemmentwide representation 
levels.'*’ Under OPM’s regulations implementing the Federal Equal 


'' GAO-05-90. 

‘*’OPM'.s most recent report is its January’ 2007 Ann ual. Report to the Congress: Federal 
Equal Oppariunity Recruitment Prognnn, Fiscal Year 2006, and EEOC’s most recent 
report is its Fzscot Year 2005 Annual Report on the Federal Work Force. 
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Opportunity Recruitment Program (FEORP),*^ agencies are required to 
determine where representation levels for covered groups are lower than 
the chnlian labor force and take steps to address those differences '" 
Agencies are also required to submit annual FEORP reports to 0PM in the 
fonn prescribed by 0PM. These reports have included (1) data on 
employee participation in agencyT\ide and govemmentwide career 
development programs broken out by race, national origin, gender, and 
grade level and (2) narrative identifying areas where the agencies had been 
most successful in recruiting, hiring, and conducting formal training of 
women and minorities. EEOC’s Management Directive 715 (MD-715) 
pro\ides guidance and standards to federal agencies for establishing and 
maintaining effective equal employment opportunity programs,"' including 
a framework for executive branch agencies and the Postal Service to 
determine whether barriers to equal employment opportunity exist and to 
identify and develop .strategies to mitigate or eliminate the barriers to 
participation.-- The initial step is for agencies to analyze tlieir workforce 
data with designated benchmarks, including the civilian labor force. .After 
analyzing their workforce profiles, if potential barriers may exist, agencies 
are to examine all related policies, procedures, and practices to uncover 
whether an actual barrier exists. EEOC instructs that only after agencies 
uncover and understand tJic actual barrier can appropriate objectives be 
implemented to eliminate it. EEOC requires agencies to report the results 
of their analyses annually. 

A specific provision was also included in recent postal reform legislation 
related to tracking diversify in the Postal Service’s executive and 
administrative schedule management positions.® The Postal 
Accountability and Enhancement Act requires that by December 20, 2007, 
the Postal Service's Board of Governors study and submit a report to tlie 


P.S.C. §7201 and 5 C.F.R. Pan 720. Subpan B, 

■’"The civilian labor force is composed by those 16 and older M ho are employed or looking 
for work and not in the military or institutionalized. 

■'See section 717 of Title Vli of the Civil Rights Act of 19(W and section 501 of the 
Rehabilitation Act of 1973, codified at 42 P.S.C. § 20(J0e-16 and 29 U.S.C. § 501, 
re.spectively. 

"EEOC define-s barriers as agency policies, principles, or practices that limit or tend to 
limit emplovTTient opportunities for members of a particular gender, race, or ethnic 
background or based on an individual’s disability status. 

'‘Section 706 of Pub. L. No. 109-435. Postal Accountabilitv and Enhancement Act (Dec. 20, 
2006). 
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President and Congress concerning the extent to which w'omen and 
minorities are represented in supervisory and management positions. 

The statistics we provide in this statement portray a demographic profile 
of career federal senior executives for a particular point in tim^. Although 
such statistics can be informative and useful as a starting point, these 
numbers do not reveal important factors such as pending or expected 
separations from or appointments to the SES corps, the PCES, or the 
developmental pools that lead to them. Such information would provide 
more insight into the current and prospective stale of the diversity in the 
federal government’s executive corps. Understanding factors affecting 
representation is important to developing and maintaining a high-quality 
and inclusive workforce. 


Chairman Davis, Representative Marchant, and Members of the 
Subcommittee, this concludes my prepared statement. I would be pleased 
to respond to any questions that you may have. 


ContS-CtS and further infoniiadon regarding this statement, please contact George 

StaJcup, Director, Strategic Issues on (202) 512-9490 or at 
Acknowledgments stalcupg@gao.gov. individuals making key contributions to this statement 

included Belva Maitin, Assistant Director; Joshua Bartzen; Beryamin T. 
Lichc; Kiki Thcodoropoulos; and Greg Wilmoth. 
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GAO’s Mission 

The Government Accountability Office, the audit, evaluation and 
investigative arm of Congress, exists to support Congress in meeting its 
constitutional responsibilities and to help improve the performance and 
accountability of the federal government for the American people. GAO 
examines the use of public funds; evaluates federal programs and policies; 
and proNides analyses, recommendations, and other assistance to help 
Congress make informed oversight, policy, and funding decisions. GAO’s 
commitment to good government is reflected in its core values of 
accountability, integrity, and reliability. 

Obtaining Copies of 
GAO Reports and 
Testimony 

7’he fastest and easiest way to obtain copies of GAO documents at no cost 
is through GAO’s Web site (w'ww.gao.gov). Each weekday, GAO posts 
newly released reports, testimony, and correspondence on its Web site. To 
have GAO e-mail you a list of newly posted products every afternoon, go 
to www.gao.gov and select “Subscribe to Updates.” 

Order by Mail or Phone 

The first copy of each printed report is free. Additional copies are $2 each. 
A check or money order should be made out to the Superintendent of 
Documents. GAO also accepts MSA and Mastercard. Orders for 100 or 
more copies mailed to a single address are discounted 25 percent. Orders 
should be sent to: 

U.S. Government Accountability Office 

441 G Street NW, Room LM 

Washington, D.C. 20548 

To order by Phone: Voice: (202)512-6000 

TDD: (202)512-2537 

Fax: (202) 512-6061 

To Report Fraud, 
Waste, and Abuse in 
Federal Programs 

■ 

Contact: 

Web site: wwv’w.gao.gov/fraudnei/fraudnet.hlm 

E-mail: fraudnet^gao.gov 

Automated answering system: (800) 424-5454 or (202) 512-7470 

Congressional 

Relations 

Gloria Jarmon, Managing Director, JamionG@gao.gov (202) 512-4400 

U.S. Government Accountability Office, 441 G Street NW, Room 7125 
Washington, D.C. 20548 

Public Affairs 

Paul Anderson, Managing Director, AndersonPl@gao.gov (202) 512-4800 
U.S. Government Accountability Office, 441 G Street NW, Room 7149 
Washington, D.C. 20548 
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Mr. Davis of Illinois. Thank you very much. We will proceed 
right to Ms. Kichak. 

STATEMENT OF NANCY KICHAK 

Ms. Kichak. Thank you. Thank you for inviting me here today 
to discuss diversity in the leadership ranks of the Federal Govern- 
ment, including the Senior Executive Service. 

The mission of the Office of Personnel Management is to ensure 
that the Federal Government has an effective civilian work force. 
President Bush and all of us at 0PM wholeheartedly share your 
goal of building a Federal work force that draws on the strengths 
of America’s diversity. Under the leadership of Director Linda 
Springer, 0PM has expanded its efforts to reach the broadest pos- 
sible pool of applicants for Federal jobs. We are committed to the 
merit system principles and ensuring that all Americans receive 
equal access to Federal employment opportunity, not only in the 
Senior Executive Service but at all levels of the Federal work force. 

0PM has been vigorous in its efforts to promote Federal employ- 
ment widely, including in areas with diverse populations of poten- 
tial applicants. Our outreach has included Federal career days and 
job fairs at universities and community colleges which were tar- 
geted for their potential to help us build a highly qualified appli- 
cant pool that draws on America’s diversity. 

0PM launched a television ad campaign to spark interest in Fed- 
eral employment. We aired these ads in targeted markets where we 
believe there is likely to be an ample supply of individuals who 
have the qualification, skills, and experience the Federal Govern- 
ment needs in its work force. The ads, entitled. What Did You Do 
at Your Job Today, have had a strong impact in raising awareness 
of and generating interest in the array of important and rewarding 
careers in the Federal Government. In addition to helping recruit 
new talent, the ads have showcased the impressive variety of pub- 
lic services provided by Federal employees every day. 

These outreach initiatives are designed to address the increasing 
numbers of Federal employees becoming eligible for retirement in 
the next few years. Succession planning is a crucial element in the 
development of a strong cadre of senior executives and candidate 
development programs are a recommended part of agency leader- 
ship succession plans. 

These programs must address the executive core qualifications, 
which include a desirable competency for fostering an inclusive 
workplace where diversity and individual differences are valued. 

0PM initiated a Federal candidate development program in 2005 
to provide opportunities to a broad audience for development and 
possible placement in the SES. We plan to administer the program 
again and will introduce efficiencies while still reaching out to the 
broadest audience. 

There is also a diversity component in our broader assessment of 
agencies’ human capital management practices. Agencies receive ei- 
ther red, yellow, or green scores based on the standards for success 
described in OPM’s human capital assessment and accountability 
framework. Diversity is an important element in this analysis. 
Overall, agencies have scored well on these items by developing 
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strategies for sustaining diversity and implementing outreach and 
other activities designed to broaden their applicant pools. 

Under section 7201 of Title V of the U.S. Code, 0PM is required 
to report to Congress on an annual basis with respect to minority 
representation in the Federal Government in relation to the overall 
civilian labor force. Our most recent report, which was submitted 
to Congress and to your subcommittee in January of this year, was 
submitted in January of this year. 

The report shows that the Federal Government continues to be 
a leader in employing minorities. Specifically, the latest data shows 
overall increases in minority representation between 2005 and 
2006, with minority groups better represented in the Federal work 
force than the civilian labor force. 

In conclusion, I want to assure you that 0PM will continue its 
efforts to ensure our Government has an effective civilian work 
force that is highly qualified, citizen centered, and results driven. 
We must continue to focus on the need to develop and recruit a 
senior executive corps and the employees they lead from all sources 
of potential talent and to continue to draw on the strength of our 
Nation’s broad diversity. 

I will be happy to answer any questions. Thank you. 

[The prepared statement of Ms. Kichak follows:] 
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U.S. HOUSE OF REPRESENTATIVES 


on 

DIVERSITY IN THE SENIOR EXECUTIVE SERVICE 
MAY 10, 2007 


Mr, Chairman and Members of the Subcommittee: 

Thank you for inviting me here today to discuss diversity in the leadership ranks of the 
Federal Government, including the Senior Executive Service. The mission of the Office 
of Personnel Management (0PM) is to ensure that the Federal Government has an 
effective civilian workforce. President Bush and all of us at 0PM wholeheartedly share 
your goal of building a Federal workforce that draws on the strengths of America’s 
diversity. Under the leadership of 0PM Director Linda Springer during the last two 
years, 0PM has expanded its efforts to reach the broadest possible pool of applicants for 
Federal jobs. 

We are committed to the merit system principles and ensuring that all Americans receive 
equal access to Federal employment opportunities and fair evaluation of their knowledge, 
skills, and abilities, not only in the Senior Executive Service (SES), but at all levels of the 
Federal workforce. Many of our future leaders in the SES are already serving as 
employees and managers in the Federal Government in lower-level non-SES positions. It 
is important for Federal agencies to continue their efforts to develop these future leaders 
through leadership training and succession planning programs. And this reality 
underscores the fact that Federal agencies should be looking both outward and inward as 
part of their SES recruitment efforts. 

We believe 0PM has been vigorous in its efforts to promote Federal employment widely, 
including in areas with diverse populations of potential applicants. Our outreach has 
included support for Federal career days and job fairs at universities which were targeted 
for their potential to help us build a highly qualified and diverse applicant pipeline. We 
also target community colleges, which traditionally have had stronger ties to their local 
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communities. Community colleges also can be a vital source of qualified candidates for 
building a workforce that draws on America’s diversity. 

As part of our effort to cast the widest possible net, OPM also launched a television ad 
campaign last year to spark interest in Federal employment. We aired these ads in 
targeted markets where we believe there is likely to be an ample supply of individuals 
who have the qualifications, skills, and experience the Federal Government needs in its 
workforce. We have seen a consistent spike in visits to our USAJOBS web site after the 
ads have aired. The ads have had a strong impact in raising awareness of, and generating 
interest in, the array of important and rewarding careers in the Federal Government. In 
addition to helping recruit new talent, the ads have showcased the impressive variety of 
public services provided by Federal employees every day. The series of ads, entitled 
“What Did You Do at Your Job Today?,” have been aired in 1 7 markets, including El 
Paso and Waco, Texas; Las Cruces, New Mexico; Champaign, Illinois; Raleigh, North 
Carolina; Biloxi and Gulfport, Mississippi; Greenville and Spartanburg, South Carolina; 
Rochester, New York; Pittsburgh; Kansas City; Spokane, Washington; and other cities. 
The ads feature Federal employees drawn from a wide variety of professions and 
agencies. 

These outreach initiatives are part of a larger long-term effort designed to address the 
increasing numbers of Federal employees becoming eligible for retirement in the next 
few years. Succession planning is a crucial element of OPM’s efforts to develop a strong 
cadre of senior executives, as well as to build and maintain an effective workforce at all 
levels. Major departments and agencies are required, under the Human Capital Scorecard 
in the President’s Management Agenda, to put in place an approved leadership 
succession plan and to meet the plan’s milestones and targets. Candidate development 
programs are a recommended part of agency leadership succession plans. These 
programs must address the Executive Core Qualifications (ECQs) that OPM has 
identified as critical for assessing and developing future leaders. The ECQs include 
fostering an inclusive workplace where diversity and individual differences are valued. 

OPM has also provided agencies with a tool to assist them in developing and 
implementing leadership succession plans. This Strategic Leadership Succession 
Management Model is based in part on an understanding that effective leadership 
succession planning must be fully integrated into an agency’s organizational culture. The 
OPM model shows agencies how to integrate diversity values into their strategic 
leadership succession planning. 

In addition to the Human Capital Scorecard’s requirements for succession planning, there 
is also a diversity component in our broader assessment of agencies’ human capital 
management practices. The red, yellow, and green scores agencies receive are based on 
the Standards for Success described in OPM’s Human Capital Assessment and 
Accountability Framework (HCAAF). Diversity is an important element in this 
framework. Overall, agencies have scored well on these scorecard items, by developing 
strategies for sustaining diversity and implementing outreach and other activities 
designed to broaden their applicant pools. 
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As you know, OPM also initiated a Federal Candidate Development Program (FedCDP) 
in 2005 to provide opportunities to a broad audience for development and possible 
placement into the SES. The initial result of the first program was the placement of eight 
individuals in SES positions. We plan to administer the program again and will introduce 
some efficiencies while still reaching out to the broadest Govemmentwide audience. 

OPM will continue to explore with agencies the best approaches for developing future 
leaders and potential candidates for the SES. 

Mr. Chairman, let me take a brief moment to also address the latest Government-wide 
data on minority representation in the Federal Government. As you know, under Section 
7201 of title 5, United States Code, OPM is required to report to Congress on an annual 
basis with respect to minority representation in the Federal Government in relation to the 
overall Civilian Labor Force. Our most recent report was submitted to the Congress, and 
to your subcommittee, in January of this year. We believe the report shows that the 
Federal Government continues to be a leader in employing minorities. Specifically, the 
latest data shows overall increases in minority representation between 2005 and 2006, 
with minority groups better represented in the Federal Workforce than the Civilian Labor 
Force. 

In conclusion, I want to assure you that OPM will continue its efforts in the areas I have 
described. In accomplishing OPM’s mission to ensure our Government has an effective 
Federal civilian workforce, we need to make sure that workforce is highly qualified, 
citizen centered, and results driven. If we are to succeed, we must continue to focus on 
the need to develop and recruit a senior executive corps, and in doing so, we must look 
for all sources of potential talent and continue to draw on the strength of our nation’s 
broad diversity. 

1 would be happy to respond to whatever questions you may have. 
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Mr. Davis of Illinois. Thank you very much. We will go right 
to Mr. Hadden. 

STATEMENT OF CARLTON HADDEN 

Mr. Hadden. Good afternoon, Mr. Chairman and members of the 
subcommittee. I appreciate this opportunity to appear before you 
on behalf of Naomi C. Earp, Chair of the U.S. Equal Employment 
Opportunity Commission. I am Carlton Hadden, Director of 
EEOC’s Office of Federal Operations. 

When I last testified before this committee in 2003, I announced 
the roll-out of EEOC’s new guidance for Federal agencies, which we 
call EEO-MD-715. This directive strongly emphasizes that equality 
of opportunity for all in the Federal workplace is key to attracting, 
developing, and retaining top quality employees. The directive re- 
quires agencies to systematically and regularly examine their em- 
ployment policies and practices, to identify and remove barriers to 
free and open workplace competition. Plans for addressing barriers 
must be developed by agencies, and progress toward removing 
those barriers is monitored by EEOC. 

MD-715 is an important tool to assist agencies in changing past 
trends in order to promote greater diversity in the SES. Federal 
agencies must ensure that its employees, including those at the 
senior level, are drawn from all segments of society after fair and 
open competition. Selection, advancement, and all other employ- 
ment decisions must be based solely on merit to ensure that all re- 
ceive equal opportunity and to maximize the probability of select- 
ing those with the best skills to do the job. 

In its 2003 study, GAO found that the vast majority of replace- 
ments for departing SES members come from the ranks of Federal 
employees of the GS-15 and 14 levels; therefore, EEOC believes 
that it will be critical for agencies to pay special attention to poten- 
tial barriers to entry into those successor pools of GS-15s and 14s, 
with the focus on those positions that typically lead to senior-level 
management. 

In addition, potential barriers should be examined in training 
and other development opportunities that increase qualifications 
for future SES positions. Also, as future SES positions may be 
filled by candidates moving from the private industry rather than 
the Federal ranks, potential barriers in areas like executive re- 
cruitment efforts should also be examined. 

Each year EEOC thoroughly reviews agencies’ self-analysis of 
their work forces and offers critical comments and technical assist- 
ance to agencies to help them to identify barriers, including those 
in the SES. 

EEOC staff has noticed that this tenor of assistance requested 
and questions asked by agencies has changed since the introduc- 
tion of 715. As agencies have become more comfortable with the 
concept and practice of work force self-analysis, inquiries have 
moved from simple counting and numbers questions to more so- 
phisticated questions on statistical analysis and barrier removal. 
As the questions have become more sophisticated, the answers to 
removing barriers have become more creative. 

We will not rest until agencies fully identify all those barriers in 
their workplaces and eliminate them to create an inclusive work 
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environment in which the talents and energies of all individuals 
are valued, respected, and fully utilized. 

One of the EEOC’s latest initiatives is the EEOC fellows pro- 
gram. This program will provide an opportunity for Federal em- 
ployees, university professors, and graduate students interested in 
equal opportunity, public administration, economics, employment 
law, statistics, and other relevant fields to participate in research 
and projects related to eliminating discrimination in the Federal 
Government. 

EEOC plans to use the fellows program to enhance our analytical 
ability by tapping into the network of experts and academicians. As 
an example, EEOC plans to recruit labor economists to the fellows 
program to provide more in-depth analysis of MD-715 work force 
data, such as discerning trends and other longitudinal studies. This 
will assist EEOC in identifying trends and issues such as the SES 
issue that we are discussing today, and will assist EEOC in taking 
a proactive role in preventing discrimination and increasing diver- 
sity. 

Thank you. 

[The prepared statement of Mr. Hadden follows:] 
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CARLTON M. HADDEN, DIRECTOR 
OFFICE OF FEDERAL OPERATIONS 
U.S. EQUAL EMPLOYMENT OPPORTUNITY COMMISSION 

BEFORE THE 

SUBCOMMITTEE ON FEDERAL WORKFORCE, 
POSTAL SERVICE AND DISTRICT OF COLUMBIA 
COMMITTEE ON OVERSIGHT AND GOVERNMENT REFORM 
US. HOUSE OF REPRESENTATIVES 

May 10, 2007 


Good morning Mr. Chairman and Members of the Subcommittee. I appreciate the 
opportunity to appear before you today on behalf of Naomi C. Earp, Chair of the U.S. 
Equal Employment Opportunity Commission (EEOC). I am Carlton M. Hadden, Director 
of EEOC's Office of Federal Operations. 


EEOC Management Directive 715 

When I last testified before this subcommittee in 2003 I was pleased to announce 
the roll out of EEOC’s new guidance document for federal agencies, EEO-MD-715. This 
Directive provides more comprehensive guidance than earlier EEOC management 
directives. This Directive strongly emphasizes that equality of opportunity for all in the 
federal workplace is key to attracting, developing and retaining top-quality employees 
who can deliver results and ensure our nation's continued security, growth and prosperity. 
The Directive requires federal agencies systematically and regularly to examine their 
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employment policies and practices to identify and remove barriers to free and open 
workplace competition. Plans for addressing barriers must be developed by agencies and 
progress towards removing barriers is monitored by EEOC. The full text of EEO-MD- 
715 is available on EEOC’s website at www.eeoc.gov . 

Model EEO Program Elements 

An important component of MD-715 is its "Essential Elements" for structuring 
model EEO programs at federal agencies. EEOC believes that attainment of a model EEO 
program at an agency will provide the infrastructure necessary for an agency to achieve 
the ultimate goal of a discrimination-free work environment. In brief, the six elements 
identified as necessary for a model EEO program are: 

• Demonstrated commitment from agency leadership; 

• Integration of EEO into the agency's strategic mission; 

• Management and program accountability; 

• Proactive prevention of unlawful discrimination; 

• Efficiency; and, 

• Responsiveness and legal compliance. 

To achieve a model program, the Directive requires federal agencies to integrate 
access, inclusion and equality of opportunity into all aspects of their missions and align 
equal opportunity principles with strategic agency plans and objectives. The Directive 
also requires agencies to conduct periodic self-assessments of their Title VII and 
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Rehabilitation Act programs against the six model elements. EEOC provides feedback to 
agencies’ action plans, that identify areas in which their programs need improvement. 

EEOC Data on Federal Senior Pay Levels 

Each year EEOC publishes an annual report with workforce information from 
federal agencies. EEOC obtains information for this report from OEM’s Central 
Personnel Data File. In this report EEOC provides data for the category of Senior Pay 
Level positions, which is a broader category than SES positions in that it includes the 
SES, Executive Schedule Positions, Administrative Law Judges, Members of Boards of 
Contract Appeals, Senior Level Scientifie or Professional Positions, and Senior Foreign 
Service Positions. Attached to my statement today are three charts: the first showing data 
for SES positions, a second showing data for pay levels comparable to the SES at the 
United States Postal Service, and a third showing data for federal agency Senior Pay 
Level positions. Each chart shows the respective positions broken out by race, national 
origin and gender for FY2004-2006. 

GAO’s 2003 report estimated that more than half of the career SES members 
employed on October 1, 2000 would leave service by October, 1, 2007, and that, using 
SES appointment trends from fiscal years 1995 to 2000, the only significant changes in 
diversity would be an increase in the number of white women and an essentially equal 
decrease in white men. GAO reported that on October 1, 2000, White men constituted 
67% of the SES, White women constituted 19%, and minority men and women 
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constituted about 14%. More recent SES data EEOC obtained from 0PM show that for 
FY2006 white males held 62.2% of SES positions. White women held 22.3% of SES 
positions in FY2006. All other EEO groups held 15.5% of SES positions in FY2006, up 
fixtm the figure of less than 14% cited in the GAO study in 2003. The increase in the 
participation rate for the other EEO Groups, though modest, probably reflects efforts to 
increase diversity in the SES ranks, but clearly additional efforts need to be made. Data 
on Senior Pay Level does not reflect significantly different proportions from SES data, 
but we note that the number of positions in the SPL category is increasing. EEOC would 
like to conduct more extensive analysis on this category and on other data on federal 
agency workforces through the new EEOC Fellows program, which I will describe 
further in a moment. It should also be noted that persons with targeted disabilities held 
only 0.43% of SES positions in 2006 and only 0.46% of Senior Pay Level positions. 
EEOC is addressing this issue through a special project called LEAD in coordination 
with 0PM which I will discuss later in my testimony. 

Flow MD-71 5 Can Flelp Chanee Past Trends 

The crux of the issue raised by the GAO report is whether past appointment trends 
of selection into the SES will remain the constant. MD-71 5 is an important tool to assist 
agencies in changing past trends in order to promote greater diversity in the SES. Federal 
agencies must ensure that federal employees, including those at the senior level, are 
drawn from all segments of society after fair and open competition. Selection, 
advancement and all other employment decisions must be based solely on merit to ensure 
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that all receive equal opportunity and to maximize the probability of selecting those with 
the best skills to do the job. In addition, agencies must maintain an inclusive work 
environment in which the talents and energy of all individuals are valued, respected and 
fully utilized. 

In its 2003 study, GAO found that the "vast majority of replacements" for 
departing SES members come from the ranks of federal employees at the GS-15 and 14 
levels. Therefore, EEOC believes that it will be critical for agencies to pay special 
attention to potential barriers to entry into these successor pools of GS-1 5s and 14s, with 
a focus on those positions that typically lead to senior level management. In addition, 
potential barriers should be examined in training and other developmental opportunities 
that increase qualifications for future SES positions. Finally, as future SES positions may 
also be filled by candidates moving from private industry rather than from the federal 
ranks, potential barriers in areas like executive recruitment efforts also should be 
examined. 

EEOC’s Early Experience in Reviewing Agency MD-715 Submissions 

Because instructions for the guidance were not yet ready when the Commission 
approved MD-715, EEOC staff provided agencies with additional time in FY2003 to 
submit workforce reports. The Commission used that time to prepare the instructions to 
accompany MD-715. These instructions were issued in 2004 and are available for review 
on EEOC’s website. EEOC has provided extensive training to federal agencies on the 
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new instructions. Agencies submitted their first MD-715 reports covering FY2004 in 
January 2005 and their second-year reports covering FY2005 in January of FY2006. 
Reports covering FY2006 have been coming in over the last few months. In their annual 
submissions, agencies provide information about workforce data broken out by race, 
national origin, gender and other categories. Thus EEOC now has three years of data for 
many agencies from this new Directive. 

In reviewing federal agency MD-715 submissions over the last three years EEOC 
has found that, particularly in FY2004 and 2005 submissions, most agencies were able to 
identify when certain EEO groups had participation rates below availability. Even in MD 
715’s infancy, however, EEOC has found it to be a helpful tool to analyze diversity in the 
SES ranks. EEOC’s review of MD 715 submissions revealed that over the last three 
years, approximately one-third of the reporting agencies and components have examined 
their workforce environment for barriers facing minorities attempting to enter the GS-14 
and GS-15 feeder groups. 

The most commonly identified barriers to full participation were advanced degree 
requirements; geographic location/undesirability of facilities; limited opportunities for 
recruitment/hiring; lack of career ladder positions; and lack of career development 
programs. Despite some of those barriers, some agencies have reported an increase in the 
diversity of the GS-14/15 feeder groups: of those agencies that reported on that issue, 
approximately 57% reported increased diversity in GS-14 and/or 15 positions and 
approximately 43% reported no increased diversity in those groups. 
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Each year EEOC thoroughly reviews agencies’ self-analyses of their workforces 
and offers critical comments and technical assistance to agencies to help them to identify 
barriers, including those in the SES. EEOC feedback and technical assistance on MD- 
715 has taken many forms. For example, since the beginning of fiscal year 2005, EEOC 
staff has made 206 in person technical assistance visits to various agencies and 
subcomponents, responded to telephone requests for technical assistance, and responded 
via email to agency questions on MD-715. Interestingly, EEOC staff analysts have 
noticed that the tenor of assistance requested and questions asked has changed over the 
last three years: As agencies have become more comfortable with the concept and 
practice of workforce self-analysis, inquiries have moved from simple counting/numbers 
questions to more sophisticated questions on statistical analysis and barrier removal. And 
as the questions have become more sophisticated, the answers to removing barriers have 
become more creative. 

As noted above, in addition to providing training and technical assistance, EEOC 
reviews each reporting agency or subcomponent’s yearly MD-715 submission and 
provides written feedback. Mindful of the GAO report on the Senior Executive Service 
and that MD-715 provides one avenue for the government to affect SES diversity, EEOC 
has reviewed and highlighted agencies’ progress in that regard in a number of its 
feedback letters. Examples include the following: 

• In its 2005 report, the Army submitted a plan to eliminate a barrier to the 
participation of White women. Blacks, Hispanics, and Pacific Islander women in 
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certain grades and career programs. EEOC recommended the Army also focus its 
examination on possible barriers to low participation rates of these groups in 
Senior and Executive pay plans. 

• In its 2005 submission, the U.S. Postal Service (USPS) recognized the 
need to develop employees to replace those in more senior level positions who 
will be retiring over the next few years. USPS identified the lack of a self- 
nominating process as a barrier to equal access in training and development 
opportunities. USPS also identified inadequate feeder pools as a barrier. EEOC 
recommended to USPS that it conduct fiirther analysis into the specific causes of 
the feeder pool inadequacies and develop plans to address them. 

• In its 2005 report, the Social Security Administration (SSA) identified a 
barrier to the participation of Hispanic employees in grade levels GS-12 through 
SES. Upon investigation, SSA determined that most of the senior level positions 
were located in headquarters while the majority of Hispanic employees worked in 
field offices. The agency therefore undertook recruitment efforts better aimed at 
reaching qualified Hispanic applicants for positions in all grades and is testing the 
feasibility of expanding the area of consideration for headquarters vacancies to 
qualified employees in SSA field offices. EEOC noted that the availability of 
applicant flow data (the collection of which SSA is piloting in two regions) 
should prove to be a valuable tool to assess potential barriers and formulate plans 
to eliminate any such barriers. 

• In the National Aeronautical and Space Administration’s (NASA) FY 
2005 report, the agency identified a barrier to the participation of all women as 
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well as Hispanic, Black, and Asian-American/Pacific Islander men in its senior 
level (GS 14, 15, and SES) positions. Upon investigation, NASA determined that 
it tended to fill those positions internally, fi'om an applicant pool which also had a 
low participation rate for these EEO groups. Based on this finding, NASA took 
steps to increase the participation of these EEO groups from the talent pool. 
EEOC’s analysis revealed slight increases in the number and rate of participation 
at the GS-14 level for Hispanic, White, Black, and Asian-American/Pacific 
Islander females as well as Black males; for Hispanic males along with White and 
Black females at grade level 15; and for White and Black females at the Senior 
Executive Level. As a result of its analysis, EEOC suggested that NASA also 
examine a possible barrier to the retention of White, Black, and American- ' 
Indian/ Alaska Native (ALAN) males as well as Hispanic and ALAN females 
because the data reflected that these groups of employees separated from NASA's 
workforce at rates above their rates of participation in the agency's total 
workforce. 

Federal agencies have a great tool in MD-715. The guidance offers a step-by-step 
approach by which agencies can conduct a self-analysis, but agencies must be willing to 
use it. Supreme Court decisions have ruled that agencies caimot simply “hire by numbers 
to increase participation rates of certain EEO groups.” Instead, the use of self-analysis is 
an accepted and legal method to uncover and eliminate barriers to equal employment 
opportunity. We will not rest until agencies fully identify all these barriers in their 
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workplaces and eliminate them to create an inclusive work environment in which the 
talents and energy of all individuals are valued, respected and fully utilized. 

Relationship Management Initiative 

Along with the release of MD-715, OFO embraced organizational transformation 
to better deliver services to its federal sector customers. OFO changed from a reactive, 
process-oriented organization to one that emphasizes consultation with agencies to enable 
them to achieve a barrier-free workplace. This proactive stance enables OFO to assist 
agencies in focusing on the identification of problems before they escalate, as well as 
providing them recommendations and practices which will enable them to prevent 
discrimination. 

A key strategy OFO employs to be more responsive to our federal sector 
customers is utilization of our recently created Relationship Management project. This 
project, modeled after the private sector’s approach to customer service, brings OFO 
personnel together with EEO staff from agencies in non-adversarial partnerships to 
examine methods of helping these agencies foster an inclusive work culture and 
successfully implement the essential attributes of MD-715's Model EEO Program. The 
EEOC Relationship Management project has several goals. These include; 

► Improving customer service and relationships between EEOC and 
agencies; 
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► Helping agencies achieve a model EEO program in the context of MD-715; 

► Addressing specific agency needs; and 

► Changing the way OFO staff interacts to provide technical assistance to 
agencies. 

The application of the strategies and tools developed from these experiences 
places OFO in a better position to establish a customer-centered organization that can 
deliver relevant information and solutions to federal agencies. 

Revolving Fund Training 

In addition, through our Revolving Fund, EEOC develops and delivers training to 
federal agencies and other interested parties on a wide variety of federal sector non- 
discrimination issues. For example, since the summer of 2004, OFO has conducted 71 
training sessions on MD-715 at numerous agencies and has provided workshops at a 
series of national training conferences, including the Federal Dispute Resolution 
Conference, Blacks in Government National Training Conference, Federally Employed 
Women National Training Conference, Federal Asian Pacific American Council National 
Training Conference, the National Image Conference, and EEOC’s EXCEL Conference. 
The topics covered at these training and workshop sessions ranged from basic 
implementation of MD-715 ’s reporting requirements to a more sophisticated two day 
course on barrier analysis. Additionally, EEOC currently is undergoing several reviews 
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responsive. 


EEOC Fellows 


EEOC is also taking steps to provide opportunities for Federal employees, . 
university professors, and graduate students interested in equal opportunity, public 
administration, economics, employment law, statistics, and other relevant fields, to 
participate in research and projects related to discrimination and fair and inclusive 
workplaces in the federal government. Participants, who will be selected on a 
competitively basis, will share their knowledge as well as gain a broader understanding 
of, and contribute to, EEOC’s vision and mission while strengthening partnerships in the 
Federal and educational community. 

We will recruit three types of fellows; Distinguished Fellows, Meritorious 
Fellows, and Exchange Fellows. Distinguished Fellows are GS-14s and above or 
equivalents in the academic community interested in assignments of six months or more; 
Meritorious Fellows are GS-13s and below and equivalents in the academic community 
interested in assignments of less than six months; and Exchange fellows are EEOC 
employees and other Federal employees interested in exchanging jobs based on mutual 
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OFO plans to use these Fellows to enhance our analytical ability in the area of 
federal sector oversight activity. As an example, OFO plans to recruit Labor Economists 
as Fellows to provide more analysis of MD-715 work force data, such as discerning 
trends and other longitudinal studies. OFO believes this will assist EEOC in identifying 
trends and issues such as the SES issue we are discussing today and, hopefully will assist 
EEOC in taking a proactive role in preventing discrimination and increasing diversity. 

Project LEAD 

To address the declining number of employees with targeted disabilities in the 
federal workforce, EEOC has initiated project LEAD (Leadership for the Employment of 
Americans With Disabilities). Led by EEOC Commissioner Christine Griffin, the over- 
arching goal for this initiative is to significantly increase the population of individuals 
with disabilities employed by the federal government. This national outreach and 
education campaign is designed to: 

• increase the awareness of hiring officials about the declining numbers of people 
with disabilities in federal employment; 

• reverse the trend of decreasing participation in federal employment ; 

• educate federal hiring officials about how to use special hiring authorities to bring 
people with disabilities on board, particularly those with severe disabilities; 

• educate applicants with severe disabilities about how to apply using the special 
hiring authorities available; and 

• provide information to assist employers with reasonable accommodations. 
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The LEAD Initiative includes Educational Events and Seminars and Focus Group 
Sessions with federal managers, hiring officials and other interested parties to explore the 
issue of declining employment for Individuals with severe disabilities, and come up with 
concrete solutions to address the problem. 

Thank you. I will be glad to answer any questions you may have. 
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Mr. Davis of Illinois. Thank all three of you very much. 

Our normal process is to have rounds of 5 minutes of questions. 
Of course, given the fact that nobody is here but me, I may end 
up taking somebody else’s round, but let me begin. 

Mr. Hadden, let me ask you, to what extent are females and mi- 
norities represented on the EEOC’s Executive Review Board which 
makes the decisions on promotions to career SES, and what can be 
done to make sure that diverse representations on these boards 
exist Government-wide? 

Mr. Hadden. Mr. Chairman, I want to try to understand the 
question. You are talking about EEOC’s internal operations? 

Mr. Davis of Illinois. Yes, on the Executive Review Board at 
the EEOC. 

Mr. Hadden. I am going to have to get back to you on that. I 
can talk about the PRB Board, but I am not sure about the ERB 
Board. 

Mr. Davis oe Illinois. All right. So if you could get that answer 
for us, we would appreciate it. 

[The information referred to follows:] 
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Hearing on Ensuring Diversity at the Senior Levels 
of the Federal Government and the U.S. Postal Service 

Thursday, May 10, 2007 


Submitted by 
Carlton Hadden 

Equal Employment Opportunity Commission 
Insert for the Hearing Record 

The Executive Review Board of the EEOC is composed of 
five members: 

Four are male (Chair, Vice Chair and two members). One 
is female (Member). The composition includes two members 
of an ethnic or racial minority. 
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Mr. Davis of Illinois. You mentioned barrier removal. Could 
you share with us what some of the barriers are regarding partici- 
pation of women and minorities in the SES that agencies have 
identified in their management directive 715 submissions, and 
what steps have agencies reported taking to address these bar- 
riers? 

Mr. Hadden. There is a wide range of barriers which agencies 
have identified as barriers for women and for minorities in the 
SES, and what we ask agencies to do is to look at their individual 
situation. For example, a barrier could constitute how announce- 
ments are certainly shared, but also, more critically, how develop- 
mental opportunities are announced. Looking at positions in the 15 
and 14 level, how opportunities to develop into those SES positions 
are announced. That is one barrier that agencies have identified. 

And then in my testimony I identified agency specifically some 
of the examples that we have encountered and successes that agen- 
cies have encountered in addressing those barriers. 

Mr. Davis of Illinois. Does the EEO have any plans to make 
any recommendations regarding removal or regarding better dis- 
semination of information? 

Mr. Hadden. What we are planning is we are planning to pub- 
lish a report of best practices and share with the Federal commu- 
nity what agencies are doing to implement 715, and, in particular, 
you know, one area that we need and will focus on are looking at 
the SES levels. That will be available on our website. 

Mr. Davis of Illinois. Thank you very much. 

Ms. Kichak, let me ask you how does the 0PM assess the diver- 
sity of the SES service at each agency and the efforts of that agen- 
cy to improve? 

Ms. Kichak. Our role, particularly through our score card, is to 
see that the agencies have policies in place or they have programs 
in place that will seek to find candidates across a diverse pool. We 
are looking for strong recruiting. So we are not evaluating the SES 
makeup along these lines; what we are evaluating is their pro- 
grams to attract people to the Federal work force, including the 
SES. 

Mr. Davis of Illinois. This is kind of a long set of data, that 
I am going to mention, but according to the central personnel data 
file, as of September 2006, the percentage of women in the career 
SES Government-wide was 28.4 percent and the percentage of mi- 
norities was 15.9 percent. Of these, African Americans constituted 
8.6 percent, Hispanics 3.6 percent, Asian American/Pacific Island- 
ers 2.3 percent, and American Indian/Alaska Natives 1.3 percent. 
While the representation of women has increased by about 5 per- 
cent and minorities by about 2 percent since 2000, the representa- 
tion of African Americans and American Indian/Alaska Natives in 
the career SES has remained largely the same, and the representa- 
tion of Asian American/Pacific Islanders has decreased. 

Has 0PM seen any particular need? One of the criticisms of af- 
firmative action programs and the ideas around them is that they 
have significantly, in some instances, benefited white women, but 
other minority groups have not benefited to the same extent. Do 
you see any particular needs with the other groups that are coming 
up short? 
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Ms. Kichak. First of all, our data from the CPF, but it was a dif- 
ferent time period, shows growth in total for minorities in the SES 
over the last year, so I don’t think our data is contradicting each 
other. There has been growth. But the minority representation in 
the SES is certainly lower than in the civilian labor force. 

Mr. Davis of Illinois. I don’t know how you separate the ques- 
tion of minorities, but the growth among African American, Alaska 
Natives/Pacific Islanders has been slower or lower than that for 
white women? 

Ms. Kichak. As far as women are concerned, there is a larger 
percentage of women in the work force to draw from. It is close to 
50 percent. So there is a bigger pool to pull from. Then, if you start 
to look at other minorities such as African Americans, that ratio 
in the civilian labor force, I believe, is around 10.5 percent. I don’t 
have the numbers exactly. But it is harder to increase when you 
have a smaller pool to deal from proportionately. But those are 
numbers. 

We feel that it is very important to keep reaching out. We have 
looked at the representation, as has been discussed by both of the 
witnesses today, in the 13 to 15 range, which is where our SESers 
come from. We feel that it is important to continue to reach out 
and to broaden the pool of people so that we have more folks to 
choose from in the SES. That is why we work very hard in succes- 
sion planning to get more people competent to step into these jobs. 
That is why we have the outreach programs that we do, the ads, 
the awareness, so that we can create this big applicant pool and 
continue to draw from the broad diversity and bring additional peo- 
ple into the SES. 

Mr. Davis of Illinois. I think that makes a great deal of sense. 
You are saying that one of the ways to increase the opportunities 
for growth at the level of the SES is to increase the pool of appli- 
cants below. 

Ms. Kichak. Right. 

Mr. Davis of Illinois. Therefore, you have more people in the 
pool. 

Ms. Kichak. Yes. 

Mr. Davis of Illinois. Well, thank you very much. 

Since Mr. Sarbanes has joined us, I am going to ask if he has 
some questions. I would just yield to him at this moment. 

Mr. Sarbanes. I have no questions at this time, Mr. Chairman. 

Mr. Davis of Illinois. All right. Then I have one additional 
question to Mr. Stalcup. 

In the research that you performed for the Government Account- 
ability Office, have you come across any incentive programs across 
the Federal Government that encourage senior managers or hold 
managers accountable for diversity in any kind of way? 

Mr. Stalcup. Thank you, Mr. Chairman. 

We have done a lot of work that has provided a broad focus on 
the whole initiative of holding leaders accountable. We have identi- 
fied some examples at agencies where these efforts are underway, 
but we have not done as much work or much work at all on the 
results of those efforts. 

We did issue a report in 2005 that discussed leading diversity 
management practices. One of those key practices was accountabil- 
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ity, and specifically by that we meant that leaders are being held 
responsible for diversity by linking their performance and assess- 
ment and compensation, to the progress on the diversity initiatives 
within their organization. An example in that report talked about 
how NIH was making progress along those lines. 

In one other report in 2004 we talked about the experiences of 
four agencies in trying to inject more accountability at the senior 
levels in terms of performance assessments and in terms of com- 
pensation. Those agencies involved were NASA, HHS, the Center 
for Disease Control, and Education. 

Again, we have had a lot to say about the importance of the ini- 
tiative that you base your question on. We have not done much in 
terms of how well agencies or how effectively those managers are, 
in fact, being held accountable in the end. 

Mr. Davis of Illinois. Thank you very much. I want to thank 
all three of you. You have been very helpful, and we certainly ap- 
preciate your coming and sharing testimony with the subcommit- 
tee. Thank you. 

We will now move to the second panel and ask Ms. Gail 
Lovelace, Ms. Vickers Meadows, Dr. Reginald Wells, and Ms. Susan 
LaChance if you would come and take a seat. 

Ms. Gail Lovelace was named the Federal Government’s first 
Chief People Officer on September 1, 1998. In 2003, she was ap- 
pointed to be the GSA’s Chief Human Capital Officer in accordance 
with the HCO Act of 2002. In these capacities, Ms. Lovelace is re- 
sponsible for agency-wide human capital management and has 
three closely interrelated programs. She leads the agency-wide de- 
velopment and implementation of GSA’s human capital strategic 
plan, provides a full range of human resources advice and services 
to all GSA organizations, and provides human resources informa- 
tion technology support for a number of other Federal agencies, 
boards, and commissions, in addition to providing the same support 
within GSA. 

Ms. Vickers Meadows serves as Chief Administrative Officer 
since May 2005 for the U.S. Patent and Trademark Office, a per- 
formance-based agency within the Department of Commerce. As 
the CAO, Ms. Meadows is responsible for the USPTO’s human cap- 
ital management, civil rights, and corporate services programs. Ms. 
Meadows is leading the effort to build strong human capital strate- 
gies and programs for the USPTO, focusing on expanding tele-work 
programs, internal communications, hiring, recruitment, and reten- 
tion. 

Dr. Reginald Wells was named Deputy Commissioner of the So- 
cial Security Administration [SSA], Office of Human Resources ef- 
fective July 15, 2002, after serving short tenures as Deputy Asso- 
ciation Commissioner for Disability Program Policy and Senior Ad- 
visor in the Office of Disability and Income Security Programs. Dr. 
Wells also serves as the Chief Human Capital Officer for SSA. In 
his capacity as Deputy Commissioner for Human Resources, Dr. 
Wells oversees a staff complement of 400 employees, with an oper- 
ating budget of $100 million. 

Ms. Susan LaChance was named vice president of Employee De- 
velopment and Diversity for the U.S. Postal Service in May 2005. 
In this role, Ms. LaChance reports to the Chief Human Resources 
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Officer and executive vice president and is responsible for employee 
and leadership development, succession planning, equal oppor- 
tunity, equal employment opportunity, and diversity initiatives. 

Let me thank all four of you for being here. Of course, it is the 
policy that all witnesses are sworn in, so if you would stand and 
raise your right hands. 

[Witnesses sworn.] 

Mr. Davis of Illinois. The record will show that each witness 
answered in the affirmative. 

Let me thank you very much. Of course, your entire statement 
will be in the record. We ask that you summarize your presentation 
into 5 minutes. We all know the meaning of the green light simply 
means go, the yellow light means you are just about there, and, of 
course, the red light means stop. 

We will begin with Ms. Lovelace. 

Thank you all so much. 

STATEMENTS OF GAIL LOVELACE, CHIEF HUMAN CAPITAL OF- 
FICER, GENERAL SERVICES ADMINISTRATION; VICKERS 

MEADOWS, CHIEF ADMINISTRATION OFFICER, U.S. PATENT 

AND TRADEMARK OFFICE; REGINALD WELLS, DEPUTY COM- 
MISSIONER, SOCIAL SECURITY ADMINISTRATION; AND 

SUSAN LACHANCE, VICE PRESIDENT OF EMPLOYEE DEVEL- 
OPMENT AND DIVERSITY, U.S. POSTAL SERVICE 

STATEMENT OF GAIL LOVELACE 

Ms. Lovelace. Good afternoon. Chairman Davis and members of 
the subcommittee. I appreciate the opportunity to be here with you 
today on behalf of the General Services Administration. 

Since its establishment in 1949, GSA has served as the Federal 
Government’s premier acquisition agency. During the 1970’s, al- 
most 40,000 employees worked at GSA. Today, we are an organiza- 
tion of 12,000 that relies on a highly competent and engaged work 
force to accomplish its mission. We strive to ensure that all GSA 
employees receive training and development, performance feed- 
back, leadership support, and guidance in a supportive work envi- 
ronment to foster and engage a highly productive work force. That 
is evident in the fact that GSA was just recently named as one of 
the best places to work in the Federal Government for the third 
consecutive rating period. 

In their 2003 report, GAO warned of the impacts of an aging 
work force, particularly in the SES. Specifically, they stated that 
more than half of the career SES members that were employed on 
October 2000 will have left service by October 1, 2007. In this re- 
port they also estimated by the start of fiscal year 2008 GSA’s per- 
centage of women members in the SES would increase from 28.6 
to 32.9, and that the percentage of racial and ethnic minorities 
would decrease from 14.3 to 12.9. 

As of April 15th of this year, the numbers estimated by GAO for 
GSA are close. We currently have 83 members on board, 27 percent 
female and 13 percent minority. 

The GAO report further suggested that the wave of near-term re- 
tirements and other attrition will provide the Federal Government 
with both a challenge and an opportunity. We, wholeheartedly con- 
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cur with this finding, particularly as we face 31 current vacancies, 
or 27 percent of our current SES work force, and we expect that 
SES memhers will continue to leave the agency. 

In response to the President’s management agenda and the stra- 
tegic management of human capital, GSA has established a com- 
prehensive human capital strategic plan that provides a well- 
rounded framework to evaluate and continually improve human 
capital programs, processes, and operations. 

Improving work force recruitment, executive leadership, and di- 
versity are three of our seven human capital goals. It is GSA’s goal 
to ensure that we have a diverse work force that reflects society, 
not only in the SES but across the agency. We do believe our work 
force is diverse. Woman comprise 49 percent of the work force. Our 
work force representation among all groups is high in comparison 
to the civilian labor force statistics, except for our Hispanic work 
force. 

In terms of the SES, GSA has allocated 114 positions. As of April 
15th, 83 of them are filled, leaving 31 vacancies. Currently, 27 per- 
cent are women, 13 percent are minority. 

GSA’s ability to hire new members was impacted by changes in 
the organization, much of which is outlined in the statement for 
the record. 

At the same time, GSA has been undergoing significant organiza- 
tional change. All of this has impacted our ability to fill some of 
our positions. 

During the current fiscal year, our efforts in increasing diversity 
within the SES have been nominally successful, as 36 percent of 
our new hires have been female and 9 percent minority. 

At the GS-14 and 15 level, the pool of potential women and mi- 
nority SES candidates has remained relatively stable over the last 
few years. Currently, 41 percent of the employees at the grade 14 
are women and 29 percent are minority. At the GS-15 level, 39 
percent are women and 20 percent are minority. 

GSA has focused a lot of its attention on the development of our 
staff and not just on our outreach efforts. We have undertaken a 
leadership institute where we are, in fact, giving advantages to our 
employees to be prepared to move into the SES positions. Of our 
graduates of these various programs, 89 percent are still employed 
with GSA, 42 percent have received promotions, 20 percent of those 
graduates are minorities, and 46 percent are female. 

I am pleased to be here with you this afternoon to share with you 
some of the information related to GSA. While we represent a very 
small proportion of the Government-wide total of employees, we be- 
lieve it is our strength of the diverse work force that will ensure 
our continued success. 

Thank you. I would be happy to answer any questions. 

[The prepared statement of Ms. Lovelace follows:] 
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Introduction 


Good afternoon Chairman Davis, Ranking Member Merchant, and Members of the 
Subcommittee. Thank you for the opportunity to appear before you today on behalf of 
the General Services Administration (GSA). Since its establishment in 1949, GSA has 
served as the Federal Government’s premier acquisition agency. During the 1970’s, 
over 40,000 employees worked at GSA. Today, we are an organization of 12,000 that 
relies on a highly competent and engaged workforce to accomplish its mission. We 
strive to ensure that all GSA employees receive training and development, performance 
feedback, leadership support and guidance, and a supportive work environment to 
foster an engaged and highly productive workforce. This is evident in the fact that GSA 
was Just recently named as one of the Best Places to Work in the Federal Government 
for the third consecutive rating period. I am honored to be with you today. I will focus 
on three areas: 

1 . GSA’s response to the 2003 GAO report on the Senior Executive Service (SES); 

2. Diversity in GSA’s SES and GS-14/15 workforce; and 

3. GSA’s efforts to increase recruitment and development opportunities for women 
and minorities. 

2003 GAO Report 

In their 2003 report, “Enhanced Agency Efforts Needed to Improve Diversity as the 
Senior Corps Turns Over,’’ the Government Accountability Office (GAO) warned of the 
impacts of an aging workforce, particularly in the Senior Executive Service. Specifically, 
GAO stated that “[mjore than half of the 6,100 career SES members employed on 
October 1 , 2000, will have left service by October 1 , 2007.” In this report, GAO 
estimated that by the start of Fiscal Year 2008, GSA’s percentage of women members 
in the SES would increase from 28.6% (as of October 1 , 2000) to 32.9% and that the 
percentage of racial and ethnic minorities would decrease from 14,3% (as of October 1 , 
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2000) to 12.9%. As of April 15, 2007, the numbers estimated by GAO are close. We 
currently have 83 SES members on-board with 27% female and 12% minority. 

The GAO report further suggested that the "wave of near-term retirements and other 
attrition will provide the Federal Government with both a challenge and an opportunity." 
GSA concurs wholeheartedly with this finding, particularly as we face 31 current 
vacancies in our SES workforce and we know that SES members will continue to retire. 

Current Level of Diversity 


In response to the President's Management Agenda and the Strategic Management of 
Human Capital, GSA established a comprehensive Human Capital Strategic Plan that 
provides a well-rounded framework to evaluate and continually improve human capital 
programs, processes, and operations. Improving workforce recruitment, executive 
leadership, and diversity are three of the seven human capital goals of GSA to achieve 
a highly talented, competent, and diverse workforce, it is GSA's goal “to ensure that we 
have a diverse workforce that reflects society,” not only in its SES, but across the entire 
agency. 

We believe our workforce is diverse. Women comprise 49% of the workforce. 
Workforce representation among all groups is high in comparison to the civilian labor 
force statistics (2000 Census Data), except for the Hispanic workforce - 


Race/Ethnicity 

GSA 

Civilian Labor Force 

White 

63% 

73% 

Black 

27% 

11% 

Hispanic 

5% 

11% 

Asian 

3% 

4% 

American Indian 

<1% 

<1% 

Other 

<1% 

<1% 
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In terms of the Senior Executive Service, GSA has 114 permanent SES allocations. As 
of April 15, 2007, 83 are filled leaving 31 vacancies. Currently, 27% of the SES are 
women and 12% are minority. 

In addition to the GAO projection of the shortage of SES members, GSA’s ability to hire 
new SES members was impacted by the resignation of former GSA Administrator Perry 
in October of 2005. In the eight months prior to the arrival of Administrator Doan, GSA 
was subject to the Qualifications Review Board (ORB) moratorium that took effect with 
the public announcement of our former Administrator’s departure. The QRB moratorium 
during this period precluded GSA from doing any significant SES hiring. In addition, 34 
executives left the agency from October 2005 to April 2007. This turnover was due to 
retirement (50%); transfers to different agencies (29%); and resignation (21%). We 
expect this trend to continue since over 50% of the current SES workforce will be 
eligible for optional retirement within five years. 

At the same time, GSA has been undergoing significant organizational change with the 
stand up of our new Federal Acquisition Service (FAS). This large-scale reorganization 
impacts approximately 4,000 employees throughout GSA nationwide - over 30% of 
GSA’s total employment. In addition, other significant organizational changes have 
recently occurred inside GSA to better position the agency to carry out its mission. 
These reorganizations include the establishment of GSA’s new Office of Emergency 
Response and Recovery, and organizational changes in the Office of Government-wide 
Policy, the Office of the Chief Information Officer, and the Board of Contract Appeals. 

During the current fiscal year, our efforts in increasing diversity within the SES have 
been nominally successful as 36% of new hires have been female and 9% minority. At 
the GS-14/1 5 level, the pool of potential women and minority SES candidates has 
remained relatively stable over the last few years. Currently, 41 % of employees at the 
GS-14 grade are women and 29% are minority. At the GS-15 level, 39% are women 
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and 20% are minority. We are hopeful that the increased visibility of our agency 
leadership programs, which also targets employees at lower grade levels, will have a 
positive impact on these numbers in the future. 

Efforts to Increase Diversity in the Workforce 

GSA recently submitted its Fiscal Year 2006 Management Directive 715 Report to the 
Equal Employment Opportunity Commission. We also completed our annual Workforce 
Analysis as part of our ongoing human capital strategic planning effort. In preparing 
both of these reports, GSA thoroughly reviewed and analyzed our diversity levels 
across the entire agency. In both instances, the reports identified three areas that GSA 
plans to explore in more detail - 

1 . The percentage of individuals with disabilities has decreased over the prior year 
and indicates a need to examine issues related to individuals with disabilities at 
GSA. 

2. The distribution of GSA's workforce at Grade 13 and above indicates a need to 
examine grade distribution by race, ethnicity, and gender. 

GSA's workforce percentage of Hispanics continues to fall below civilian labor force 
data and indicates a need for further examination. 

Transparency is the key to improvement. We plan to share this information with senior 
leaders across the agency and GSA’s workforce analysis is readily available to all 
employees via the agency’s internal web site. We are also very focused on the 
development of our current staff. In February 2002, my office launched the GSA 
Leadership Institute to create a cadre of leadership talent to steer the agency to 
continued excellence. The Leadership Institute provides GSA-specific leadership 
developmental programs that focus on employees in current leadership positions and 
employees seeking leadership positions to ensure that our leaders have the essential 
knowledge and skills to create world-class workplaces and results. This five-tier 
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program includes the Advanced Leadership Development Program (ALDP) as a 
component of the Leadership Institute intended for GS-1 3 through GS-15 employees to 
identify high-potential individuals for competition for top management and executive 
positions. Participants undergo a rigorous competitive selection process before 
entering the 18-month program. Highlights of the program include: 

• 89% percent of the ALDP graduates are still employed \A/ith GSA; 

• 42% percent of the ALDP graduates have received promotions; 

• 20% of graduates of the program are minorities and 46% are female; and 

• GSA's percentage of minorities at GS-15 level exceeds the overall government- 
\A/ide average (18.58% versus 17.44%). 

As part of the Leadership Institute, we recently established an innovative mentoring 
program to further expand our potential pool of executive leaders. In this program, 
members of GSA's SES and high-performing GS-15's are selected and trained to serve 
as mentors to those employees who have been identified as proteges in the pilot 
program. This special one-year program includes a kick-off ceremony (where proteges 
are introduced to their mentors), online courses, recommended readings, a series of 
web-based seminars, and a formal closeout of their participation in the program. This 
program is just being instituted, and we are looking forward to providing details on its 
success at a later time. 

In addition to the Leadership Institute, GSA also participates in a number of external 
leadership development programs. These include the Office of Personnel 
Management’s Federal Executive institute, the Council for Excellence in Government's 
Fellows Program, and Harvard University’s John F. Kennedy School of Government 
Senior Executive Fellows Program. During the last five years, 55% of participants in 
these programs have been women and 42% minorities. We are very proud of these 
numbers at GSA. 
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World class organizations must invest in the development of their employees to sustain 
organizational success. During fiscal year 2006, the average amount spent on 
employee training and development was $1 ,440. This dollar amount is at the high 
range of $750-$1 ,500 the benchmark for “world-class” organizations (provided by the 
Saratoga Institute). GSA also continues to invest in on-line learning opportunities for 
employees through GSA's Online University (OLU). For example, GSA has developed 
an on-line training course to educate employees on the Notification and Federal 
Employee Anti-discrimination and Retaliation (“No FEAR”) Act. During fiscal year 2006, 
the number of registrations for OLU increased by almost 6,000 registrants. This 
continues to be a great way for GSA employees to enhance their skills and 
competencies by taking advantage of the on-line learning environment. This is a 
positive indicator of GSA promoting a culture and climate of knowledge sharing and 
continuous learning and improvement. 

In our external recruitment efforts, we are maximizing the use of web-based technology 
and other supplemental methods of communication to reach out to new and previously 
untapped sources of highly qualified candidates. GSA has worked to make progress in 
eliminating equal employment barriers. To reach out to our most under represented 
group, Hispanics, we have created a Spanish language recruitment brochure. We have 
increased registration and the use of GSAjobs, our on-line application process. We 
have participated in disability job fairs, and we have and continue to conduct targeted 
recruitment at a number of colleges and universities. We also continue to bring diverse 
perspectives together by having women and minority members of the SES serve on our 
rating panels to evaluate applicant qualifications and determine the best qualified for 
further consideration. 

Closing 

Chairman Davis, Ranking Member Merchant, and Members of the Subcommittee, I 
want to thank you again for the opportunity to address you this afternoon. GSA 
represents a very small proportion of the governmentwide total of employees, but it is 
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the strength of a diverse workforce that will ensure our continued success. As GSA’s 
Chief Human Capital Officer, I want to assure you that you will see GSA continue to 
focus on an aggressive campaign “to ensure that we have a diverse workforce that 
reflects our society.” Our methods will focus on three areas: (1) Outreach, (2) 
Employment, and (3) Career Development. Achieving this goal will require teamwork 
and leadership among the executives, managers, and supervisors who make the hiring, 
training, and promotion decisions throughout GSA. We are ideally positioned to 
enhance the diversity of GSA’s employees, particularly at the SES level, and I am 
confident that we will be successful. 


8 



81 


Mr. Davis of Illinois. Thank you very much. We will go directly 
to Ms. Meadows. 

STATEMENT OF VICKERS MEADOWS 

Ms. Meadows. Thank you, Mr. Chairman and members of the 
subcommittee. I appreciate the opportunity to testify on diversity 
of senior management at the U.S. Patent and Trademark Office. 

The PTO mission is to foster innovation and competitiveness by 
providing high-quality and timely examination of patent and trade- 
mark applications, guide domestic and international intellectual 
property policy, and deliver intellectual property information and 
education worldwide. 

Fiscal year 2006 was a record-breaking year for PTO. Our patent 
organization broke virtually every record tracked by GPRA by im- 
proving quality, efficiency, e-filing, hiring, training, and hoteling. 

Currently, there are 49 Senior Executive Service members, 16 
are women, 4 are black, 2 are Asian. With more than 9,000 employ- 
ees projected by the end of this fiscal year and plans to hire an ad- 
ditional 8,400 patent examiners over the next 6 years, we expect 
our history of expanding diversity to continue. 

The vast majority of our SES and top-level management posi- 
tions at PTO are highly specialized. Of more than 8,000 current 
employees, 577 are attorneys, 5,846 are engineers and scientists. 
Our executive members in the patent business area manage a work 
force composed largely of scientists and engineers. Those in the 
trademark area direct the staff of trademark attorneys. 

In addition to skills normally required for upper-level manage- 
ment, our executives must possess both the technical knowledge re- 
quired to direct a professional work force and a high degree of spe- 
cialized knowledge about intricate, often complex, examination 
rules, regulations, and procedures. Much of the specialized knowl- 
edge can only be acquired through years of experience at PTO. As 
a result, virtually all of our patent and trademark management po- 
sitions are filled from within the PTO ranks; however, there are a 
few SES positions, like my own, that are in the financial, adminis- 
tration, or information technology field. 

Diversity is likely to increase in PTO’s SES ranks because of the 
underlying diversity of the pool of patent and trademark profes- 
sionals from which many of our future senior executives are likely 
to be drawn. Our current work force presents a recruitment pool 
of over 2,200 professionals at the GS-14 and 15 levels, most of 
whom occupy supervisory or management positions. Of this total, 
963 are women, 387 are black, 817 are Asian, 85 are Hispanic, and 
16 are Native American. 

In order to enhance their qualifications for SES membership, 
many patent and trademark professionals have taken advantage of 
managerial, supervisory, leadership, and executive management 
training, and developmental assignments offered or funded by 
PTO. 

PTO also has a robust recruitment program. We participated in 
27 events in 2006 where recruitment of minorities and women was 
the focus. For example, we visited Howard University, Morgan 
State University, Ohio State University, MIT, and Florida State 
University. In many cases, organizations like the National Society 



82 


for Black Engineers, Society for Women Engineers, Society of His- 
panic Professional Engineers, and the American Indian Science and 
Engineering Society were our hosts. 

Our priority is always to select the best-qualified person, regard- 
less of race, national origin, sex, or religion for each position that 
we fill. Because we have so many talented women and minorities 
in our senior supervisory and managerial ranks, we are confident 
that many of them will rise to the SES level. 

In addition, we will continue to conduct the broadest possible 
searches for our financial, administrative, and information tech- 
nology SES vacancies. 

Einally, Mr. Chairman, I would like to extend an invitation to 
you and all subcommittee members to attend PTO’s 12th Annual 
Community Day Celebration scheduled for June 7th this year. Held 
on our Alexandria campus grounds, this county fair type event 
highlights the diversity of our work force with ethnic foods, games, 
educational resources, fashion show, and parade. The PTO man- 
agers primarily staff this agency-wide event with virtually all 
PTO’s employees participating. We hope that you will be able to 
come as a witness to this display of openness and inclusion in our 
agency. 

I appreciate this opportunity to share information with the sub- 
committee regarding PTO’s commitment to promote diversity in its 
work force. If you have any questions, I would be pleased to answer 
them. 

[The prepared statement of Ms. Meadows follows:] 



83 


Statement of Vickers Meadows 
Chief Administrative Officer 
United States Patent and Trademark Office 
Testimony before the House Committee on Oversight and Government Reform 
Subcommittee on Federal Workforce, Postal Service, and the District of Columbia 
Hearing on Achieving Diversity in the SES Workforce 
May 10, 2007 


Mr. Chairman, Ranking Member Marchant, and Members of the Subcommittee, 

I appreciate this opportunity to testify on diversity of senior management at the United 
States Patent and Trademark Office- the USPTO. 

The USPTO mission is to foster innovation and competitiveness by providing high- 
quality and timely examination of patent and trademark applications, guide domestic and 
international intellectual property policy, and deliver intellectual property information 
and education worldwide. 

Fiscal Year 2006 was a record-breaking year for the USPTO. Our Patent organization 
broke virtually every record tracked by the Government Performance and Results Act of 
1 993 (GPRA) - by improving quality, efficiency, e-filing, hiring, training, and hoteling. 
Improvements in quality were particularly noteworthy. USPTO received an historic high 
watermark of 41 9,760 utility, plant and reissue patent applications which achieved a 
96.5% allowance compliance rate, the best in 20 years. The Trademark organization also 
broke records in quality while increasing production. With more than 354,000 trademark 
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application classes filed, the final compliance rate was 96.4%. In fact, the Trademark 
organization exceeded all of its agency performance targets for the first time since the 
GPRA mandated established performance goals. 

With more than 9,000 employees projected by the end of this fiscal year at the USPTO, 
and plans to hire an additional 8,400 patent examiners over the next six years, we expect 
our history of expanding diversity to continue. Currently, there are 49 Senior Executive 
Service members — 16 are women, 4 are Black and 2 are Asian, 

The USPTO’s SES diversity profile compares favorably with that of the Federal 
Government as a whole. The most recent government-wide SES demographics issued by 
the Office of Personnel Management in 2005 indicate that, government-wide, 26.7% of 
SES members are women and nearly 12% of all SES appointments are held by 
minorities. At the USPTO, 33% of SES members are women and 10% are held by 
minorities. 

Of the more than 8,000 employees, 577 are attorneys and 5,846 are engineers or 
scientists, making the vast majority of our SES and top level management positions 
highly specialized. Our executive members in the patent business area manage a 
workforce composed largely of scientists and engineers. Those in the trademark area 
direct a staff of trademark attorneys. In addition to skills normally required for upper 
level management, our executives must possess both the technical knowledge required to 
direct a professional workforce, and a high degree of specialized knowledge about 
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intricate, often complex examination rules, regulations, and procedures. Much of this 
specialized knowledge can only be acquired through years of experience at the USPTO. 

As a result, virtually all of our patent emd trademark management positions are filled 
from within the USPTO ranks. However, there are a few SES positions — like my own — 
-that are in the financial, administrative, or information technology field. 

There is also a special corps of senior employees who are also part of the management 
and leadership structure of the USPTO. The Administrative Patent and Administrative 
Trademark Judges and Senior Level employees are among this group. With 94 members, 
their expertise in patent and trademark laws is critical to the USPTO operation and policy 
development. With 26 women, 7 Blacks, and 6 Asians, these members also reflect 
expanding diversity at the USPTO, 

Diversity is likely to increase in the USPTO’s SES ranks because of the underlying 
diversity of the pool of patent and trademark professionals from which many of our 
future senior executives are likely to be drawn. Our current workforce presents a 
recruitment pool of 2,268 professionals at the GS-14 and 15 levels, most of whom occupy 
supervisory or managerial positions. Of this total, 963 are women, 387 are 
Black, 817 are Asian, 85 are Hispanic, euid 16 are Native- American. 

As we replace retiring members of our existing SES corps over the next few years, we 
expect a more diverse pool of internal applicants from which to select, in addition to 
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outside applicants. Twenty-two percent of the current SES members are now retirement- 
eligible or will become eligible over the course of the next two years. 

In order to enhance their qualifications for SES membership, many patent and trademark 
professionals have taken advantage of managerial, supervisory, leadership, and executive 
management training and developmental assignments offered or funded by the USPTO. 
We have put in place, and constantly seek to improve upon, developmental opportunities 
that have included managerial training provided by the Office of Personnel Management 
at the Federal Executive Institute and other facilities, a managerial certificate program 
designed especially for the USPTO by Syracuse University’s Maxwell School of 
Citizenship and Public Affairs, in-house technical and managerial training, and 
opportunities for numerous career development details throughout the USPTO. The 
USPTO is also pursing the establishment of an SES candidate development program. 

The USPTO has a robust recruitment program. We participated in 27 events in 2006, 
where recruitment of minorities and women was the focus. For example, we visited 
Howard University, Morgan State University, Ohio State University, MIT, and Florida 
State University. In many cases, orgemizations like the National Society for Black 
Engineers, Society for Women Engineers, Society of Hispanic Professional Engineers, 
and the American Indian Science and Engineering Society were our host. These events 
allow us to highlight our mission and the great opportunities available at the USPTO. 

In addition, the USPTO’s Post Secondary Internship Program provides approximately 50 
internship opportunities for students each summer. Through a grant from the Department 
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of Commerce, several non-profit organizations screen and recommend students for 
internship positions. These non-profit organizations, which have demonstrated a 
commitment to equal opportunity in education and employment, provide the USPTO with 
a wellspring of talent from all parts of the country. Each year many of these interns 
become permanent members of the USPTO family. 


Our priority is always to select the best-qualified person regardless of race, national 
origin, sex, or religion for each position that we fill. Because we have so many talented 
women and minorities in our senior supervisory and managerial ranks, we are confident 
that many of them will rise to the SES level. In addition, we will continue to conduct the 
broadest possible searches for our financial, administrative, and information technology 
SES vacancies. 

I appreciate this opportunity to share information with the Subcommittee regarding the 
USPTO's commitment to promote diversity in its executive workforce. If you have any 
questions, I would be pleased to answer them. 
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Mr. Davis of Illinois. Thank you very much. We will go to Dr. 
Wells. 


STATEMENT OF REGINALD WELLS 

Mr. Wells. Thank you, Mr. Chairman and members of the sub- 
committee. On behalf of Social Security Commissioner Michael 
Astrue, I appreciate this opportunity to share with you the Social 
Security Administration’s efforts to achieve diversity in the agen- 
cy’s Senior Executive Service Corps. I am Reginald Wells and I am 
SSA’s Deputy Commissioner for Human Resources and Chief 
Human Capital Officer. 

SSA is a diverse organization that mirrors the public we serve. 
In order to fulfill our mission and provide the kind of service that 
the public expects, we must understand its needs. This takes high- 
performing, well-trained, and well-equipped staff, from the front- 
line office workers to the highest executives. We believe that hav- 
ing a diverse work force that reflects the demographics of the peo- 
ple we serve increases the public’s confidence in the agency’s ability 
to meet its needs. It also enhances the agency’s capability to con- 
duct business in the most effective and efficient manner. 

SSA’s work force consists of about 62,000 employees working in 
1,500 installations nationwide. Of our employees, 70 percent are 
women. Of our work force, 47 percent are members of a minority 
group, compared to 31.8 percent in the rest of Government and 
27.4 percent of the national civilian labor force. I am especially 
pleased to report that SSA’s minority representation for all groups 
exceeds their representation in the national civilian labor force. 

Like many Government agencies, we continue to face the reali- 
ties of an aging work force. The average age of an SSA employee 
is 47, so there is an inevitable wave of retirements that must be 
addressed. SSA retirements are expected to peak between 2008 and 
2010, with nearly 22 percent of the work force electing to retire. 
This translates to approximately 2,700 employees per year. And 39 
percent of overall staff and 66 percent of SES and GS-14s and 15s 
will be eligible for retirement by 2010. We project that we will need 
to replace nearly 43 percent of the work force by 2015. 

At SSA we have viewed these realities as an opportunity to ex- 
pand diversity of our work force. Our priority is always to select 
the best-qualified individual, regardless of race, national origin, 
sex, or religion. Since 2002, we have hired 18,328 employees. Of 
those, more than 57 percent were women, 6.6 percent were individ- 
uals with disabilities, 27.6 percent were African Americans, 16.5 
percent were Hispanics, 7.3 percent were Asian Americans and Pa- 
cific Islanders, and 1.2 percent were American Indians and Alaska 
Natives. 

While having a diverse work force at the service delivery level is 
important, we believe that it is equally important to have diversity 
throughout the management and executive ranks. In spite of the 
large number of retirements among our SES corps, we have gen- 
erally been able to maintain our level of minority representation in 
the SES. 

I must tell you that, since the beginning of the current fiscal 
year, we have lost 14 executives, 43 percent of whom were minori- 
ties and 36 percent of whom were women. Fortunately, SSA is well 
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positioned to replenish the leadership ranks with minority can- 
didates. As a result of our aggressive recruiting efforts and com- 
prehensive developmental programs, I believe we will he able to 
maintain a highly qualified and diverse work force. 

0PM has recognized our leadership programs as among the best 
practices in Government, and our programs are continually 
benchmarked and mirrored by other agencies. The programs are 
structured and managed to emphasize development of recognized 
Government-wide leadership competencies. While SSA has a long 
and successful tradition of developing leadership from within, we 
also attract executive talent from other public and private sector 
sources. 

In closing, let me emphasize SSA’s pride in its work force and 
proactive model we have adopted to promote diversity among em- 
ployees. We are firmly committed to continuing our efforts to build 
a work force that reflects the face of our Nation. We believe that 
our pride in our work force and our commitment to diversity is part 
of the reason that SSA was recently named one of the top ten 
places to work in Government. 

The business case for diversity in our work force is convincing. 
We believe that for these reasons we are in a position to maintain 
a highly qualified and diverse work force at all levels of the agency. 

Thank you. I will be glad to answer any questions you may have. 

[The prepared statement of Mr. Wells follows:] 
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Mr. Chairman and Members of the Subcommittee: 

Thank you for inviting me to return here today to share with you the Social Security 
Administration’s (SSA) efforts to achieve diversity in the Agency’s Senior Executive 
Service (SES) corps. 

The employees of this Agency are not only highly committed to our mission and values; 
we are a diverse organization that mirrors the public we serve. In order to fulfill our 
mission and provide the kind of service that the public expects and deserves, it is 
fundamental that we understand its needs. This takes high-performing, well trained, 
and well-equipped staff, from the front line field office workers to the highest executives. 
Achieving this goal has been and continues to be integral to how we do business every 
day and is an important part of SSA's culture. 

As I did when I addressed this Subcommittee in 2003, 1 would like to start by sharing 
with you some background on the Agency’s workforce, the challenges we are facing 
with regard to the increasing number of employees who will retire, the inroads we have 
made across the Agency by articulating a business case for recruiting a diverse 
workforce, and the success we have had developing a pipeline of leadership talent who 
stand ready to move into the SES corps. 

Our Workforce 


SSA’s workforce consists of about 62,000 employees working in 1 ,500 installations 
nationwide. Our workforce is diverse. Seventy percent of our employees are women. 
Forty-seven percent of our workforce are members of a minority group, compared to 
31,8 percent in the rest of government and 27.4 percent in the national civilian labor 
force. And, I am especially pleased to report that SSA’s minority representation for all 
groups exceeds their representation in the national civilian labor force. 

SSA ranks third among federal agencies in Hispanic employment. The number of 
Hispanic employees in the SSA’s workforce has grown to 12.9 percent, compared to 7.5 
percent in the federal workforce and 12.8 percent in the national civilian labor force. 
Asian Americans now make up 4.2 percent of SSA’s workforce compared to 4.8 percent 
in the federal workforce and 4.1 percent in the national civilian labor force. (I have 
attached a chart to my testimony with more information.) 
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SSA has the highest number of individuals with targeted disabilities among comparably 
sized federal agencies of 50,000 - 100,000 employees based on Equal Employment 
Opportunity Commission statistics, and SSA ranks second highest in the percentage of 
individuals with targeted disabilities among Federal agencies with 500 or more 
employees. 

The Business Case for Diversity in SSA 

It is well established in SSA that having a highly qualified and diverse workforce is 
essential to the Agency meeting its primary mission of providing quality service to an 
increasingly diverse public. We believe that having a diverse workforce that reflects the 
demographics of the public we serve increases the public's confidence in the Agency's 
ability to meet its needs and enhances the Agency's capability to conduct business in 
the most effective and efficient manner. With that understanding, the Agency has 
successfully turned the challenge of the retirement wave of the baby boom generation 
into an opportunity to expand the diversity of its workforce. 

Workforce Challenges 

Diversity is a strategic recruitment goal for the Agency. Under the leadership of a 
National Recruitment coordinator, a career human resources professional, we have 
been able to bring consistency and professionalism to the recruitment process. 
However, we continue to face the realities of an aging workforce — the average age of 
an SSA employee is 47 - and the wave of retirements. An integral function is to 
continually assess the Agency's retirement wave data. According to recent data: 

• SSA retirements are expected to peak between 2008 and 201 0 with nearly 22 
percent of the workforce electing to retire; this translates to approximately 2,700 
employees per year. 

• 39 percent of overall staff will be eligible for regular retirement through 2010. 

• 66 percent of SES and GS-14/15s will be eligible for regular retirement by 2010. 

• We project that we will need to replace nearly 43 percent of the workforce by 
the year 2015. 

While these numbers sound daunting, we have viewed this as an opportunity to expand 
the diversity in our workforce. Our priority is always to select the best qualified 
individual regardless of race, national origin, sex or religion. Since 2002, we have hired 
18,328 employees. Of those, more than 57 percent were women; 6.6 percent were 
individuals with disabilities; 27.6 percent were African Americans; 16.5 percent were 
Hispanics; 7.3 percent were Asian Americans and Pacific Islanders; and 1 .2 percent 
were American Indians and Alaska Natives. 

Our success stems from several key factors: 

• Support from the highest levels of the Agency; 

• Strong linkage to the Agency Strategic Plan; 
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• A long-term service vision; 

• Ongoing analysis and study of potential future losses; 

• A comprehensive workforce transition plan; and 

• National and regional leadership development programs. 

We continue to educate our managers on modern, effective recruiting practices. We 
have a professional marketing strategy that enables us to compete effectively with 
government and private organizations. We have designed an extensive array of 
recruitment resources that are available to managers at all levels of the organization. 

In addition, SSA’s Office of Human Resources produces a monthly hiring report that 
cumulatively tracks fiscal year hires on a monthly basis for all employee groups both at 
the Agency and component level. The report is shared each month with SSA’s Senior 
Staff to keep them apprised of recruitment and hiring outcomes. 

Diversity in the SES Corps 

While having a diverse workforce at the service delivery level is important, it is equally 
important to have diversity throughout the management and executive ranks. In spite of 
the large number of retirements in our SES corps, we have generally been able to 
maintain our level of minority representation in the SES. As of September 30, 2006 
approximately 30 percent of the SES corps was minority compared to 16 percent 
government wide. 

Since the beginning of the current fiscal year, we have lost 14 executives, 6 of whom 
were minorities and 5 of whom were women. Fortunately, SSA is well-positioned to 
replenish the leadership ranks with minority candidates. As a result of being proactive 
and developing the business case for diversity and staying the course with our 
aggressive recruiting efforts and comprehensive developmental programs, we will be 
able to maintain a highly qualified and diverse workforce. 

Recruiting a Diverse Workforce 

Agency leadership is firmly committed to continuing our efforts to build a workforce that 
reflects the face of our nation. A diverse SES corps depends in large part on a diverse 
total workforce. 

We continue to conduct on-campus college recruiting as an important source of diverse 
new hires. SSA regularly recruits at historically black colleges and universities and 
Hispanic-serving institutions and we have cooperative agreements with Native 
American tribal colleges and universities. Further, we have established partnerships 
with national organizations with ties to colleges and universities to help us attract a 
diverse candidate pool. 
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SSA also has benefited from its long-standing relations with its chartered Equal 
Employment Opportunity Advisory Groups. Since the late 1970s, long before it was 
popular, SSA recognized such groups as a valuable recruitment resource and vehicle 
for community relations. These organizations are key players in our recruitment 
initiatives in addition to their primary role of assisting the Agency to better address 
employees’ concerns and to better serve persons with targeted disabilities, women, 
minorities and the non-English speaking public. 

The six employee advisory groups are: the Advisory Council for Employees with 
Disabilities; the American Indian and Alaska Native Advisory Council; the Black Affairs 
Advisory Council; the Hispanic Affairs Advisory Council; the Pacific Asian American 
Advisory Council; and the Women's Affairs Advisory Council. 

In addition to developing talent internally, we attract executive talent from other public 
and private sector sources. 

Leadership Development 

SSA has a long and successful tradition of developing leadership from within. National 
leadership development programs cover employees from grades 9 to 15 in all positions 
and are enabling the Agency to meet the staffing and leadership challenges referred to 
earlier in my remarks. To date, over 500 employees have participated in our national 
leadership development programs and over 60 percent have advanced to higher level 
positions. In addition, we have regional and component-level developmental programs 
that offer challenging opportunities for skill and leadership development. Since 2003, 
nearly 800 employees have participated in such programs. 

Regardless of the occupation, leadership positions are considered to be critical to the 
Agency mission. We have developed a formal Strategic Leadership Succession Plan 
that serves as a blueprint for identifying future leadership needs and maintaining an 
adequate leadership talent pool at the Agency level as well as the component level. We 
are also focusing on addressing leadership losses by identifying mission critical skills 
and closing skill gaps where they exist. We have an aggressive plan that uses a multi- 
level methodology to identify critical competencies, analyze skill gaps, maps a strategy 
to address the gaps, and assess results. 

0PM has recognized our leadership programs as among the “best practices" in 
government and our programs are continually benchmarked and mirrored by other 
agencies. The programs are structured and managed to emphasize development of 
recognized government wide leadership competencies. Key features of the programs 
include selection processes that focus on critically important leadership competencies, 
development plans that focus on real and challenging leadership assignments that 
further participants’ leadership competencies, continual feedback through assignment 
evaluations, and strong mentoring for each participant. 
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At the higher levels, we are beginning to reap the benefits of our recruitment efforts. Of 
the appointees from the most recently completed SES Candidate Development 
Program classes remaining with the Agency, 45 percent have been women and 32 
percent have been minorities. The makeup of the current SES Candidate Development 
Program Class includes 33 percent minorities and 63 percent women. 

By increasing the diversity of the employee population, the diversity of the applicant 
pools for these developmental programs has also increased and continues to enrich the 
pipeline of minority talent who will be ready to move into leadership positions. At the 
SES level, this pool of talent has enabled the Agency to maintain diversity levels despite 
losses due to retirements. 

The Advanced Leadership and the Leadership Development Programs, for employees 
in grades 9 through 14, are equally important for a quality, diverse future SES corps. 
These programs have helped us increase the representation of minorities and women at 
the grade 14 and 15 levels. We currently have more minority employees at the GS-15 
level than ever before — over 27 percent are minorities and nearly 47 percent are 
women. At the grade 14 level, nearly 30 percent are minorities and 51 percent are 
women. 

Conclusion 


In closing, I think it’s important to emphasize the Agency’s pride in its workforce and the 
proactive model we have adopted to promote diversity among employees. We believe 
that our pride in our workforce and our commitment to diversity is part of the reason that 
SSA was recently named one of the top ten Best Places to Work in Federal 
Government. The business case for diversity in our workforce is convincing. We 
believe that because we have incorporated this principle in all we do, we are positioned 
to maintain a highly qualified and diverse workforce at all levels of the Agency. Thank 
you and I will be glad to answer any questions you may have. 
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Mr. Davis of Illinois. Thank you very much, Dr. Wells. 

We are going to he able to get Ms. LaChance in before we have 
to run off and vote. 

STATEMENT OF SUSAN LACHANCE 

Ms. LaChance. Thank you, Chairman. Good afternoon. Chair- 
man Davis and members of the subcommittee. I am Susan 
LaChance, vice president of employee development and diversity 
for the U.S. Postal Service, and it is my pleasure to be here today 
to share with you the Postal Service’s commitment to a diverse and 
inclusive work force. 

The diversity in the Postal Service reflects the diversity of Amer- 
ica, and for us diversity includes not only individual’s race, color, 
national origin, and sex, but also other attributes such as the back- 
ground, education, life experiences, and perspectives. 

We recognize that only with a work force that represents Amer- 
ica and the communities that we serve can we effectively support 
the needs of our customers in the 21st century. 

Today the Postal Service is one of the leading employers of mi- 
norities and women. We have 26 percent of our executives who are 
minorities and 29 percent are women. We have seen increases in 
the participation rates of females and black males in our officer 
corps, and increases in the participation rates of females, black fe- 
males, Asian American, Pacific Islanders, and Hispanic males in 
our executive ranks. However, we recognize we face key challenges 
in recruiting, retaining, and developing a diverse work force in the 
future. 

Our diversity professionals are key partners in this effort. They 
cast a recruiting network as wide as possible by participating in 
minority job fairs, actively recruiting veterans and military person- 
nel, and recruiting at colleges and universities. Additionally, they 
provide one-on-one sessions with employees interested in develop- 
ment. They hold career awareness conferences and workshops to 
help employees prepare job applications and fine-tune their inter- 
viewing skills. And, most importantly, they are integral partners in 
career development and succession planning. 

The Postal Service has developed a whole career approach to 
learning, leadership development, and talent management. The ad- 
vanced leadership program seeks to develop high-performing em- 
ployees with a desire and a potential to assume future leadership 
roles. Our executive development program is designed to reinforce 
our executive competency model. It builds on leading best practices 
and provides participants with coaching and mentoring by our sen- 
ior officers. 

Our corporate succession planning process identifies high-poten- 
tial employees for executive positions and provides tailored develop- 
ment. This standardized process is open to self-nomination and re- 
flects our commitment to inclusiveness. 

We realize that our development programs need to reach further 
down into our organization in order to identify talent for our lead- 
ership pipeline. We are doing this through our EAS leadership de- 
velopment process. Known as ELD, it helps create a pool of quali- 
fied employees ready to fill future managerial and leadership posi- 
tions competitively. 



98 


The Postal Service has always had a strong culture of developing 
employees from within. Out of our 40 officers, 21 began as craft 
employees, while another 4 began their careers in one of our struc- 
tured development programs. Perhaps our Postmaster General, 
Jack Potter, best illustrates the effectiveness of this approach to 
developing postal employees. Jack joined the Postal Service as a 
clerk in New York. He served as our Chief Operating Officer, Vice 
President of Labor Relations, and in a number of other senior posi- 
tions. 

Delores Killette is another example. Ms. Killette has held a num- 
ber of managerial positions in the D.C. metro and Baltimore dis- 
trict, and she was that 39th Postmaster of Washington. She is now 
our consumer advocate and vice president of consumer affairs. 

For more than 200 years the Postal Service has provided individ- 
uals from a variety of cultural and socio-economic backgrounds 
with the opportunity of earning a living, supporting their families, 
and developing their careers, and serving their country. We proud- 
ly continue this tradition. 

I will be very pleased to answer any questions of the committee. 

[The prepared statement of Ms. LaChance follows:] 
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Good afternoon. Chairman Davis, Ranking Member Marchant, and members of 
the Subcommittee. My name is Susan LaChance. I am the Vice President, 
Employee Development and Diversity, for the United States Postal Service. It is 
my honor to be here with you today to discuss the Postal Service's commitment 
to a diverse and inclusive workforce, and how the Postal Service has integrated 
diversity into our day-to-day operations. 

The diversity of the Postal Service reflects the diversity of the United States of 
America. For us, diversity includes not only an individual’s race, color, national 
origin, and sex. but also other attributes, such as background, education, life 
experiences and perspectives. We recognize that only with a workforce that 
represents the diversity of the communities we serve, can we effectively meet the 
needs of our customers in the 21®' Century. 

With this in mind, in 2005, the Postal Service implemented an innovative 
approach to managing the development of a diverse talent pool, combining 
various functions to create one department integrating employee development, 
diversity, and EEO complaints processing. This new department is Employee 
Development and Diversity. 

Employee Development and Diversity is responsible for providing learning and 
development opportunities to approximately 700,000 career employees. We are 
continuously enhancing our workforce’s ability to achieve a performance-based 
culture. My team also has the responsibility for promoting diversity and inclusion 
in the workplace, and in the marketplace, helping to eliminate any barriers to 
equal employment opportunity, and processing EEO complaints. 

We recognize that diversity is key to our corporate success because it impacts 
every aspect of the organization - employees, customers and the business. 
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One of our key business strategies, now and into the future, is to continue to 
recruit, retain, and develop a diverse and inclusive workforce. In fact, developing 
all of our employees is at the heart of our Strategic Transformation Plan. Our 
organization has identified employee engagement, and talent development and 
management as essential business strategies. 

The Postal Service not only wants to be considered the best employer in 
government, but the best employer overall. Since the 18*” Century, a diverse 
pool of individuals, with diverse cultures, beliefs, and perspectives, have built the 
Postal Service. Building on this legacy of diversity, the Postal Service will further 
expand recruitment efforts and continue to promote workplace practices that 
provide career opportunities for the best and brightest talent available. We are 
committed to providing employees with the tools and knowledge needed to do 
their jobs today and prepare them for the leadership challenges of tomorrow. 

We recognize that for diversity to be successfully integrated at every level of the 
organization, diversity initiatives must be continuously guided by our leadership’s 
full commitment. 

I am pleased to inform you that Postal leaders have demonstrated, again and 
again, their commitment to diversity. We recognize that diversity is an important 
part of the foundation for our corporate success. That is the reason we have 
dedicated time and resources to promoting diversity at all levels of our 
organization. 

Our senior leadership further demonstrates their commitment by dedicating their 
own time to participating in employee development and affinity group 
conferences, as well as hosting informal chat sessions with their employees, 
sharing insight on the value of networking, and providing advice on exploring 
career advancement opportunities. 

The Postal Service also has diversity professionals dedicated to developing 
initiatives and strategies to fully integrate diversity at all levels of the organization, 
thereby fostering an inclusive environment at headquarters, and in our area and 
district offices. Our diversity professionals: 

• recruit talent from the diverse communities we serve 

• provide one-on-one sessions with employees interested in development 

• hold career awareness conferences and workshops throughout the year to 
help employees prepare their job applications and fine-tune their interviewing 
skills 

• identify and help eliminate any barriers to equal employment opportunity 

• and, most importantly, they are integral partners in promoting career 
development and succession planning. 
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Senior Leadership recognizes the contributions of our diversity professionals. 
That is why we have these dedicated resources throughout our organization 
focused on promoting the value of diversity in our day-to-day operations. 

Our focus today is on the demographics of our executives and high-level 
employees. I would like to share with you some information concerning the 
composition of this group. 

Today, the Postal Service remains one of the leading employers of minorities and 
women. Minorities comprise 26 percent of our executives and women comprise 
nearly 29 percent. This reflects our history of providing equal employment 
opportunities to members of the diverse communities we serve. 

In 2006, out of 40 Postal Service officers, 11 were women and seven were 
minorities. There were 728 Postal Service executives, excluding the officers. Of 
the 728 executives, 209 were women, 53 Hispanics, and 113 African-Americans. 
In addition, there were 21 Asian-Americans, and 2 American Indian/Alaskan 
Natives. 

Over the past five years, we have seen increases in the participation rates of 
females and black males in our officer corps. Similarly, over the same period, we 
have seen increases in the participation rates of females, black females, Asian- 
American/Pacific Islanders, and Hispanic males in our executive ranks. 

African Americans represent 15.49% of Postal Service executives, versus 6.7% 
in the rest of the federal government. In addition, Hispanic postal executives 
comprise 7.03% of the Postal Service executive ranks compared to 3.7% for the 
rest of the federal government. 

In our Executive and Administrative Schedule, which provides a pool of 
candidates for executive leadership, there were 8,606 Postal Service employees 
at levels 22 and above. Out of the 8,606 EAS employees, 2,658 were women; 
541 Hispanics; 1,485 African-Americans; 424 Asian-Americans; and 51 American 
Indian/Alaskan Natives. 

Recruiting and retaining a diverse management and executive corps enables our 
leaders to use their unique talents, skills, and experience to offer levels of service 
that our diverse customer base needs and expects. To that end, we seek to 
recruit and retain diverse, talented individuals who have the skills critical to our 
business success. 

We recognize that we face key challenges in recruiting and retaining a diverse 
workforce in the coming years. First, our Nation faces a shrinking labor pool of 
talent with the exit of our Baby Boomers from the workplace, and there will be a 
smaller pool of individuals to replace them. 
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Our second challenge is that we have a high concentration of leadership 
positions in the Washington, DC area, but our workforce is not always amenable 
to relocating. 

Finally, rapid changes in demographics continue to reshape our society. As 
society's demographics change, we must adapt accordingly, continually 
evaluating our processes to ensure that we are actively seeking the best talent 
from the diverse communities we serve. 

We believe that the best way to ensure that the Postal Service recruits and 
maintains an inclusive workforce is to cast our recruiting net as widely as possible. 
To this end, our diversity professionals have established effective relationships 
with a broad range of representatives of women and minority organizations and 
associations, such as the National Council of La Raza, the National Hispana 
Leadership Institute, the League of United Latin American Citizens, the NAACP, 
the Urban League, Federally Employed Women, Organization of Chinese 
Americans, and the Society of American Indian Government Employees. 

We actively recruit veterans and military personnel, participate in job fairs and 
conventions, and recruit at colleges and universities. 

Further, the Postal Service has successfully recruited diverse talent for our 
Management Intern Program. At the successful conclusion of a two-year 
developmental program, these interns assume mid-level management positions 
that are critical to the future of the Postal Service. 

I want to share with you some of our key recruitment strategies. 

We have developed, for future implementation, an on-line application process 
that will be available to both internal and external applicants. This will streamline 
our process and make it more accessible and user-friendly. We are enhancing 
our targeted recruitment through major national Web sites to include a focus on 
hard-to-fill positions. 

Moreover, we are developing a comprehensive marketing plan that creates 
awareness of the varied postal career opportunities, and promotes the Postal 
Service as a model employer of choice. And finally, I am also pleased to report 
that last month, the Postal Service launched a new organization, Talent 
Acquisition and Retention, which will manage national policy and develop 
initiatives dedicated to recruiting, attracting, and retaining highly talented 
individuals. 

By dedicating resources, simplifying our application processes, and enhancing 
our recruitment efforts and strategies, we are positioning the Postal Service to 
meet our future workforce challenges and business needs. 
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The Postal Service knows that a more inclusive workforce leads to a more 
productive workforce and thus improves our organizational success. Research 
indicates that employees who believe that their employer values them are more 
likely to work productively toward organizational goals. Moreover, a workforce that 
reflects the makeup of the communities it serves is better able to identify and 
satisfy the needs of those communities. 

We are very proud of the level of employee engagement in our organization. Our 
employees are actively involved in the communities in which they live. They help 
us recruit new talent to the organization, enhance our business goals by providing 
customer service to our diverse market segment, and identify needs that particular 
customers may have for products and services. 

Many of our diverse employees are also active members of employee affinity 
groups. The Heritage Coalition, established in 1998 and composed of postal 
employee groups, advances and supports the Postal Service’s commitment of 
providing all current and future postal employees equal access to career 
opportunities. Heritage Coalition members include the Hispanic Organization of 
Postal Employees, African-American Postal League United for Success, National 
Hispanic Society, Asian-American Postal Employees Association, Emerging 
Postal Leaders, Jewish Postal Workers Welfare League, National Alliance of 
Postal and Federal Employees, and NETWORK, an organization composed of 
female postal employees. The Coalition provides a valuable forum for ongoing 
dialogue and collaboration between employee groups and Employee 
Development and Diversity. 

One of our most successful programs in promoting employee involvement in 
diversity is the National Awards Program for Diversity Achievement. The 
Program, sponsored by the Postmaster General and the Postal Service’s 
Executive Committee, provides employees an opportunity to recognize 
individuals and teams who have made significant contributions to encourage, 
promote, support, and value diversity. 

The awards recognize individual employees and teams for their contributions to 
the business, customers, and suppliers; for changing the lives of people in their 
communities; and for serving as role models in the workplace. Open to all 
employees, this program is the largest peer-recognition program in postal history. 

Key to our retention strategies is creating employee awareness about the 
availability of developmental programs and opportunities that will enhance their 
skills and prepare them for future leadership positions. This also allows us to 
address the potential loss of postal leadership and develop a pool of well- 
prepared potential successors at all levels of the organization. 
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To develop future leaders and improve employee performance at all levels of the 
organization, the Postal Service has developed a strategic “Learning Continuum” 
- a “whole career” approach to learning. 

A critical objective of the Learning Continuum is to strengthen and further 
develop an educated pool of dedicated postal executives and leaders prepared 
to meet the current and future strategic objectives of postal business. 

I would like to take this opportunity to discuss some components of the 
Continuum that focus on leadership development and talent management. 

The Advanced Leadership Program (ALP) is a developmental program for high- 
performing employees who exhibit the desire and potential for increased levels of 
responsibility. The program seeks to develop a highly competent managerial 
base from which future organizational leaders will emerge. The Postal Service 
developed the ALP in an effort to create a pipeline of talented future leaders. 

The Career Management Program (CMP) is a training program for mid-level 
managers. The courses, based on critical competencies developed by Postal 
Service managers, provide the skills and knowledge managers and supervisors 
need to perform successfully. 

The Executive Development Continuum (EDC) is a comprehensive new 
approach to executive development within the Postal Service. The EDC offers 
four specific developmental tiers to newly promoted, mid-career, and senior 
PCES managers. The intention of the EDC is to create a world-class executive 
development program that encompasses best industry practices, as welt as 
customized cutting-edge development. 

To strengthen our succession planning, we created our Corporate Succession 
Planning (CSP) process. CSP is a succession planning model and process that 
is aligned with industry best practices and serves as a conduit to channel future 
leaders into executive positions. CSP identifies employees at Executive and 
Administrative Schedule (EAS) levels 22 and above as potential successors for 
Postal Career Executive Service positions. This standardized process is open 
and inclusive, allowing employees to nominate themselves for consideration for 
higher-level assignments in the executive ranks. CSP supports the Postal 
Service’s commitment to diversity by helping to identify individuals who have the 
potential for highly effective executive performance. 

The EAS Leadership Development (ELD) process prepares individuals for 
managerial positions. Individuals approved to participate in ELD have 
demonstrated the potential for highly effective management and leadership 
performance. The ELD process is open to field employees at EAS-levels 1 9 and 
above who wish to apply for developmental pools. Our goal with ELD is to 
create a pool of qualified employees ready to fill future managerial and 
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leadership positions competitively. 

Those employees selected to participate in CSP or ELD go on to develop 
comprehensive Individual Development Plans that include training, formal 
education, special projects, and detail assignments. 

The Learning Continuum concept is a comprehensive approach to developing 
the skills and abilities of our leaders and future leaders. We are very proud of all 
our leadership development programs that support our succession planning 
efforts. 

The Postal Service has always had a strong culture of developing employees 
from within the organization. Out of 40 Postal Service officers, 21 began their 
careers as craft employees, while four began their careers in one of our 
structured development programs. We continue to build upon this key human 
resource strategy, which has proven to be very successful over the years. 

Perhaps Postmaster General Jack Potter best illustrates the effectiveness of this 
approach to promoting Postal Service employees. Jack, whose father was also a 
postal employee, joined the Postal Service as a clerk in New York in 1978. He 
holds a degree in economics from Fordham University. He is a Sloan Fellow and 
earned a master's degree at the Massachusetts Institute of Technology. He has 
served as chief operating officer, vice president of Labor Relations, and in a 
number of other senior operational positions, both at postal headquarters and in 
the field. 

Delores Killette is another example of this tradition. Delores, a graduate of 
Coppin State University, began her postal career in 1968 as a distribution clerk in 
Baltimore, Maryland. She has held a number of management positions over the 
years, including Manager for Operations Support in the Baltimore District. 

Delores was the 39'^ Postmaster of Washington, DC, when she was selected to 
serve as the Consumer Advocate and Vice President of Consumer Affairs. 

I would like to share one more story that illustrates the inclusiveness of Postal 
Service management. Betty Henderson is a Supervisor, Distribution Operations, 
for the Philadelphia Processing and Distribution Center. She has been a Postal 
Service supervisor for 1 7 years - and she has been deaf all of her life. Betty 
has an excellent rapport with her employees, with whom she communicates by 
signing, writing, and occasionally using an interpreter. Betty coordinates 
activities for the Deaf and Disabilities Awareness Group with the Mail Processing 
function at the plant. 

I am pleased to report that Betty has been selected by Equal Opportunity 
Publications, Inc. (EOP), publisher of CAREERS & the disABLED, as the 
"Employee of the Year." With this award, which was presented to Betty on 


7 



106 


May 7, EOP has recognized her outstanding contributions to diversity and her 
commitment to improving the work life of deaf and hard-of-hearing employees. 

Assessment of our progress in promoting diversity is an indispensable element in 
determining our success. To reinforce accountability for managing and 
integrating diversity, the performance ratings for field executives, managers, and 
supervisors reflect the degree to which they have been effective in 
communicating and leading a diverse workforce. 

The Voice of the Employee Survey is another valuable tool in measuring 
effectiveness in promoting inclusiveness. This survey allows our employees to 
identify barriers to effectively performing their jobs. 

Another important measurement of our success in promoting diversity is reflected 
in the Equal Employment Opportunity (EEO) complaint process. The Postal 
Service has been making steady progress in reducing the number of formal and 
informal EEO complaints, and the findings of discrimination continue to be low. 
We have made a concerted effort to review and resolve workplace disputes 
quickly, and the results show that we have been increasingly successful in this 
effort. Appropriate field managers are held accountable for the number of 
complaints filed by their employees; and their success is measured by a 
compensable factor in their annual job performance. 

It is also important to note that the Postal Service, as an organization, will be held 
to an accountability standard under the new postal reform law, the Postal 
Accountability and Enhancement Act. The law requires the Board of Governors 
to submit to the President and Congress a report concerning the extent to which 
women and minorities are represented in supervisory and management positions 
within the United States Postal Service. 

Serving as a champion of diversity has played a major role in the Postal Service's 
ability to provide excellent service to all Americans. The unique qualities of all 
employees are valued, and the Postal Service will continue to seek out and 
develop the talents and skills that each individual brings to the organization. 

Our commitment to diversity has been widely recognized by private organizations 
that monitor and evaluate diversity best practices. 

In 2004, the Postal Service was recognized by Fortune magazine as one of "50 
Best Companies for Minorities" for the fourth straight year. 

Moreover, just last month. Postmaster General Jack Potter received the LeGree 
Daniels Heritage Award from the African American Postal League United for 
Success (A-PLUS). A-PLUS is a nonprofit association created to mentor and 
develop postal managers toward successful career paths. The organization's 
highest award recognizes individuals who are positive role models, who 
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demonstrate significant professional contributions and service, and who support 
diversity through ongoing involvement in community service. 

For more than 200 years, the Postal Service and its predecessor, the Post Office 
Department, have provided individuals from a variety of cultural and 
socioeconomic backgrounds with the opportunity to earn a living, support their 
families, develop their careers, and serve their country. We proudly continue that 
tradition today. 

I would be pleased to answer any questions that the Subcommittee may have. 
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Mr. Davis of Illinois. Well, thank you all so very much. I also 
want to thank the Members for their patience and indulgence. 

It is my understanding that we have five votes, the first of which 
is a 15-minute vote and then the others will he 5-minute votes, 
which means that we are prohahly going to he gone for at least 40 
minutes. So let me thank you all so much and. Members, thank 
you for being here. We have to run off and vote. 

[Recess.] 

Mr. Davis of Illinois. The committee is back in session. 

We had a little intrigue. Somebody wanted to have a secret vote. 
We haven’t figured out what that one was about, but somebody 
wanted to clear everybody out of the House except the Members so 
that we could discuss something in secret. Fortunately, more peo- 
ple decided that they didn’t want to do that than those who did. 

Let me just thank you, though, for your patience and for still 
being here. 

I will begin with a few questions that I have. 

Ms. Lovelace, let me start with you. The number of career SES 
at GSA has decreased from 84 in 2000 to 71 in 2006. Are additional 
changes in the number of career SES expected over the next sev- 
eral years? And, if so, how might this affect diversity in the career 
SES? 

Ms. Lovelace. Well, we don’t expect a chance in the number of 
SESers we have, but we expect that people will turn over in those 
positions. You may know that our positions are actually allocated 
to us from 0PM and there is a certain number that are allocated 
as non-career, some as career. Those numbers are not changing, as 
best I know right now, so right now our challenge is keeping those 
jobs filled with qualified people to carry out the mission. 

Mr. Davis of Illinois. And does the GSA have a candidate de- 
velopment program? 

Ms. Lovelace. We don’t have a candidate development program, 
per se. We have something called an advanced leadership develop- 
ment program, which is similar, but you just don’t get a certain 
qualification that 0PM stamps on people that are in formal can- 
didate development programs. 

Mr. Davis of Illinois. And so that is the reason that you don’t 
feel the need to have a formal program? I mean, you have a similar 
program? 

Ms. Lovelace. We have a similar program. Because our num- 
bers are so small, we didn’t want to make that kind of investment 
into a candidate development program, but it is so similar we 
might as well go on ahead and do it. 

Mr. Davis of Illinois. I am just sort of assuming, then, that 
there really is not, in the estimation of the agency, a need because 
of the numbers and also because of the experiences that you are 
having relative to progress that is being made? 

Ms. Lovelace. We think we are making good progress in our 
programs to develop people for these leadership positions. We have 
a good cross mix of people that we believe we are preparing to fill 
many of the jobs that we have. 

Mr. Davis of Illinois. Thank you very much. 

Let me go to Ms. Meadows. 
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Ms. Meadows, the Patent and Trademark Office has been a per- 
formance based organization. I guess people called them PBOs for 
a few years. Of course there is controversy around performance 
based activity. Could you tell us how the status has, if at all, af- 
fected work force diversity within the agency? 

Ms. Meadows. Mr. Chairman, I would say that it has probably 
enhanced work force diversity, and certainly awareness, through 
our performance appraisal programs at the USPTO. We are holding 
our executives much more accountable to results. Diversity is a 
part of the leadership component to our performance appraisal 
plans, and I think, because we are more results oriented under our 
performance based status, that our executives are held more ac- 
countable. 

Mr. Davis of Illinois. Some agencies have mentoring programs 
to prepare mid-level employees for possible future executive status 
by pairing them with mentors who can provide advice and guid- 
ance. Does the PTO have such a program? 

Ms. Meadows. We do have a mentoring program in our patent 
corps, but that is more geared toward the patent examining proc- 
ess. We are in the process of developing a leadership development 
program at the Patent and Trademark Office which will include as- 
piring leaders at the 9 to 11 level, then go on to the executive lead- 
ership program at the mid-manager level, and all the way up to a 
senior executive program. We are looking to put together our own 
SES candidate development program. 

We have had plans to do that in the past. There are a lot of 
training opportunities at the U.S. Patent and Trademark Office for 
our managers and our future leaders, but we want to formalize a 
program, and right now we have the resources to do that and are 
actively engaged with a contractor to develop a program for our of- 
fice. 

Mr. Davis of Illinois. Do you know how many minorities and 
women are involved in the mentoring program, I mean, how many 
are actually being mentored? 

Ms. Meadows. No, sir. In the existing mentoring program? 

Mr. Davis of Illinois. Yes. 

Ms. Meadows. Well, no, sir, I don’t know that number. 

Mr. Davis of Illinois. Dr. Wells, let me ask you, central person- 
nel data file as of September 2006, the percentage of women in the 
career SES at the Social Security Administration was 39.6, and the 
percentage of minorities was 29.9. Of these, African Americans 
made up 21.5 percent, Hispanics 7.7 percent, Asian American/Pa- 
cific Islanders none, and American Indian/Alaska Natives 0.7 per- 
cent. To what extent do these representation levels represent sig- 
nificant progress in recent years, and what might be needed to in- 
crease these numbers? 

Mr. Wells. Well, Mr. Chairman, I think I guess the first thing 
I would say is that we are, like a lot of agencies, struggling under 
the retirement wave to hold our numbers where they are. I think 
we have been successful as an organization because we do put so 
much attention into tracking our diversity and working through 
our recruitment campaigns to make sure that we always have a 
very rich applicant pool to choose from. 
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In terms of what would need to be done to improve that situation 
that you described, I think we have actually been doing it. We are 
fortunate enough as an organization to have some well-defined ca- 
reer development programs and we do operate a Senior Executive 
Service candidate development program. 

But we also have a very rich applicant pool at the GS-15 and 
14 levels which, of course, are the feeders for those people, at least 
within our organization, that we would consider for Senior Execu- 
tive positions. 

All of those groups are showing increases over where we were in 
2003, so, while we are just holding our own with regard to our Sen- 
ior Executive corps and, as I mentioned, we have a fair number of 
vacancies right now, mainly because of the retirement wave but 
also we are still working through the transition from Commissioner 
Barnhart to Commissioner Astrue, and during that kind of transi- 
tion it takes a while for the new Commissioner to come in and sort 
of get a sense for what the needs are and then actually move to 
fill those. But we believe that there will be a lot of applicants, ei- 
ther through our Senior Executive Service candidate development 
program or our CS-15 cadre. All categories are showing increases 
over where we have been. So I think we feel like we are postured 
well to replenish the ranks and probably even exceed where we 
were in 2003. 

Mr. Davis of Illinois. Recognizing that all of us are concerned 
about the number of retirements and people reaching the age 
where I guess they won’t have to work, is there a serious succes- 
sion planning program or effort underway at CSA? 

Mr. Wells. I am sure CSA, too. But at SSA absolutely. In fact, 
what I was going to say is that the Office of Personnel Manage- 
ment, as part of the President’s management agenda, has really en- 
couraged and actually required agencies to be doing more in the 
way of formal succession planning and succession management, 
and so at Social Security we are very much engaged in that. 

We have been pretty gratified that our field structure in particu- 
lar, those regional offices that we have around the country, have 
been really excited about this and are doing some pretty impressive 
things in terms of assessing what their needs are going to be and 
then taking a look at what the potential talent is at the regional 
level and beyond and really setting the stage for, I think, what will 
be our ability to continue to replenish our ranks with qualified mi- 
nority candidates. 

Mr. Davis of Illinois. And you are a serious large agency 

Mr. Wells. We are. 

Mr. Davis of Illinois [continuing]. In terms of the number of 
people that you employ. 

Mr. Wells. We are 62,000 strong. 

Mr. Davis of Illinois. Yes. And so you have no responsibility for 
what anybody else does, but do you think that your agency perhaps 
could be looked at by others as not necessarily a model but cer- 
tainly something that they might look at to see how it is done? 

Mr. Wells. I tend to think of us as engaging and practicing a 
lot of very promising approaches to these kinds of human capital 
issues, and we always welcome other agencies or even private orga- 
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nizations, for that matter, benchmarking some of the things that 
we do. 

I do think we try really hard to strategically manage our human 
capital, and I think there has been, I think, really good foresight 
in the leadership of the organization. As I always say, necessity is 
the mother of invention, and I think the leadership at SSA, over 
time, has been real concerned about the ability to always have suf- 
ficient numbers of workers, first of all, but also the composition of 
that work force, because we do serve the American public and you 
want your work force to be as much a mirror of that public as it 
can be. 

Mr. Davis of Illinois. Thank you very much. 

Ms. LaChance, how does the U.S. Postal Service, not necessarily 
being what we would call a Federal agency, but a pseudo, in a 
sense, how does the Postal Service monitor the diversity of its 
workplace? 

Ms. LaChance. Chairman, while we are not necessarily consid- 
ered a Federal agency following all of OPM’s rules, we are required 
to follow the guidelines as set forth by the EEOC in MD-715, and 
that requires us to really look at the diversity of our work force 
overall, as well as to evaluate all of our personnel practices and 
employment practices to ensure that we have nothing that would 
get in the way for fair and equal treatment and an inclusive work- 
place. 

Mr. Davis of Illinois. Succession planning, I think everybody 
recognizes to an extent the need for it. How important does the 
Postal Service view this area as being, and what is being done to 
prepare for future management personnel? 

Ms. LaChance. The Postal Service has actually had succession 
planning for a number of years, and one of the things that we have 
done really has been look constantly back at the practices of suc- 
cession planning, trying to improve it. 

Many years ago we had what we called a closed succession plan- 
ning process whereby individuals didn’t know whether or not they 
were being considered as a succesioner. In around 2003 we went 
to an open succession planning process where it kind of enforces 
our whole philosophy of inclusion, and individuals are allowed to 
make application and make it be known that they are interested 
in taking on additional responsibilities. 

The second piece of that is that we have really focused in going 
beyond just having a name on a list to really looking at individuals 
that have skills and competency gaps and working on individual- 
ized development plans to assist them to be the best when an op- 
portunity would be considered, come up for them. 

Mr. Davis of Illinois. And I guess my last question is: to what 
extent does the Postal Service actually devote resources to diversity 
initiatives? I mean, does it really put money into initiatives to de- 
velop programs that are going to help move forth the desired re- 
sults? 

Ms. LaChance. Chairman, I would describe our focus on diver- 
sity initiatives to be perhaps three-fold. One would be the focus in 
on resources in general, and by resources I would call that people. 
We have diversity development specialists who we really rely on 
that are located throughout the Nation, as well as at our head- 
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quarters and area offices, that assist us in getting the message out. 
For us, inclusion means making people know that the opportunity 
exists, and awareness is critical, so the resource is there to get that 
message out. 

The other piece as far as resources, I would call resources time 
and effort. Our senior officers participate in an awful lot of activi- 
ties that go on, both with what we call our affinity groups — under 
our Heritage Coalition we have the Hispanic Organization of Postal 
Employees, the African American Postal Employees Organization, 
as well as Asian American. Our officers and our managers partici- 
pate in activities that they sponsor to create awareness among 
their membership. 

We also put a lot of time and effort and dollars throughout the 
Nation in what we call career awareness conferences, assisting our 
own employees to be better prepared and know what opportunities 
are available. 

Mr. Davis of Illinois. Well thank you all so very much. Again, 
I really appreciate your patience and the fact that you were able 
to wait until we returned from voting. I appreciate your participa- 
tion. Thank you very much. 

Ms. LaChance. Thank you. 

Ms. Meadows. Thank you. 

Mr. Wells. Thank you. 

Ms. LaChance. Thank you. 

Mr. Davis of Illinois. And, of course, our last group, the real 
troopers. Let me introduce our last panel, panel three. 

Mr. William Bill Brown has served as national president of the 
African American Federal Executive Association Inc. since its 
founding in 2002. AAFEA promotes the professional development 
and advancement of African Americans into and within the senior 
levels of the U.S. Government. It sponsors an annual executive 
leadership and training conference and advocates for programs, 
policies, practices, and processes that promote career-enhancing op- 
portunities for African Americans. Membership consists of active 
and retired Federal employees in grades GS-13 through the SES. 

Ms. Rhonda Trent is the current president of Eederally Employed 
Women. Federally Employed Women is an organization that works 
as an advocacy group to improve the status of women employed by 
the Federal Government and by the District of Columbia Govern- 
ment. Ms. Trent is a contracting officer assigned to the Joint Strike 
Fighter Program in Crystal City, VA. Rhonda Trent has long been 
active in the FEW, holding chapter, regional, and National offices. 

Mr. Gilbert Sandate is a senior policy associate with the National 
Association of Hispanic Federal Executives. Mr. Sandate is the 
former Director, Office of Workforce Diversity for the Library of 
Congress, Washington, DC. In this capacity he served as the Li- 
brary’s senior expert on work force diversity, equal employment op- 
portunity, alternative dispute resolution, and ADA accommodation 
matters. He retired from the Federal Service in June 2006, as a 
member of the Career Senior Executive Service after a distin- 
guished 34-year Government career. 

Ms. Darlene Young is the current president of the National Asso- 
ciation of Blacks in Government. Ms. Young was elected to office 
in January 2005 and was re-elected to a second term in January 
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2007. Blacks in Government was organized in 1975 and incor- 
porated as a nonprofit organization under the District of Columbia 
jurisdiction in 1976. BIG has been a National response to the need 
for African Americans in public service to organize around issues 
of mutual concern and use their collective strength to confront 
workplace and community issues. Ms. Young is currently employed 
at the U.S. Department of State as a computer specialist. 

Last, but not least in any way, is Mr. William Bransford. He is 
currently the general counsel and lobbyist for the Senior Execu- 
tives Association. Mr. Bransford is a partner in the law firm of 
Shaw, Bransford, Veilleux and Roth, P.C., where he has practiced 
since 1983. His practice is concentrated on the representation of 
Federal executives, managers, and employees before the U.S. Dis- 
trict Courts, the Merit System Protection Board, the Equal Em- 
ployment Opportunity Commission, the Office of Special Counsel, 
Offices of Inspector General, and with offices that adjudicate secu- 
rity clearances. 

Let me thank all of you. 

As is our custom of this committee and all of our committees, we 
swear in the witnesses. 

[Witnesses sworn.] 

Mr. Davis of Illinois. The record will show that each witness 
answered in the affirmative. 

We thank you so very much, again, for staying and for being 
here. 

Your entire statement is in the record, and so if you would sum- 
marize in 5 minutes we would appreciate that. Of course, the green 
light indicates 5 minutes, the yellow light means your time is run- 
ning down, 1 minute, and the red light means that we have fin- 
ished. 

Mr. Brown, would you begin? 

STATEMENTS OF WILLIAM BROWN, PRESIDENT, AFRICAN 
AMERICAN FEDERAL EXECUTIVES ASSOCIATION; RHONDA 
TRENT, PRESIDENT, FEDERALLY EMPLOYED WOMEN; GIL- 
BERT SANDATE, SENIOR POLICY ASSOCIATE, NATIONAL AS- 
SOCIATION OF HISPANIC FEDERAL EXECUTIVES; DARLENE 
YOUNG, PRESIDENT, BLACKS IN GOVERNMENT; AND WIL- 
LIAM BRANSFORD, GENERAL COUNSEL, SENIOR EXECU- 
TIVES ASSOCIATION 

STATEMENT OF WILLIAM BROWN 

Mr. Brown. Good afternoon, Mr. Chairman, subcommittee mem- 
bers, and staff. 

As you mentioned, I am president of the African American Fed- 
eral Executive Association, Inc. AAFEA was founded in 2002 by 
myself and three other members of the Senior Executive Service. 
We have one purpose: the professional development and advance- 
ment of African Americans into the senior executive levels of Gov- 
ernment. 

We have held three national conferences and training workshops 
attended by over 550 Federal employees. At these training events, 
African American senior executives conducted workshops and coun- 
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seled and mentored all the African Americans seeking SES posi- 
tions. 

We also use these conferences to obtain further insight into many 
of the challenges facing African Americans as they strive to com- 
pete for SES positions. 

With that as a backdrop, I would like to comment on SES diver- 
sity in the Federal Government. Currently, there are 6,100 SES po- 
sitions in the Federal Government. Only 200, or 3.2 percent of 
these positions, are occupied by African Americans. This appalling 
statistic has remained constant for the last seven or 8 years, de- 
spite increased emphasis on training, temporary assignments, and 
other initiatives. 

These statistics clearly support the position our organization and 
myself, in particular, articulated in 2003 during a Congressional 
hearing, that the reason our Federal work force is not adequately 
diversified is not because of lack of training, but due to flaws in 
the selection process. 

Many of our members have accepted temporary assignments, 
moved their families across country, and in some cases outside the 
country, obtained advanced degrees at their own expense, while 
others have had their education supported by their agency, and 
gone the extra mile in hopes of advancing to the next level of Fed- 
eral service, only to be denied that opportunity by selecting offi- 
cials. 

Over the next 10 years, approximately 89 percent of the Federal 
work force is expected to retire. AAFEA recommends the following 
steps be taken so that the resulting replacement work force will 
represent the mosaic of America: 

One, we recommend that this subcommittee champion legislation 
mandating that, for positions in grades GS-14, 15, and SES, Fed- 
eral agencies must use panels comprised of three people to screen 
and select all individuals. At least one member of each panel would 
be required to be a minority. The panel would be required to pro- 
vide written justification for their recommendation, and the agency 
head would have to approve the selection. This process will cause 
selecting officials to take diversity seriously, and it will hold agency 
heads accountable. 

Two, we recommend that this subcommittee task the Govern- 
ment Accountability Office with conducting a formal, detailed study 
on diversity in Federal agencies by grade, ethnicity, and age. Cur- 
rent 0PM reports group all minorities in grades 14, 15, and SES 
together. This presents a distorted view of diversity and makes it 
impossible to determine makeup or progress by ethnicity. We need 
an accurate baseline to measure progress. 

Three, we recommend that you pass legislation requiring all tem- 
porary assignments or details exceeding 120 days be filled in the 
same manner as permanent positions. Too often we hear of individ- 
uals being pre-positioned for promotion by being temporarily de- 
tailed to a vacancy, gaining competitive advantage over other pos- 
sible candidates. 

Four, we recommend OPM’s candidate development program be 
expanded and fully funded to accommodate 200 positions. We ap- 
plaud 0PM for launching this program; however, over, 5,000 appli- 
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cants applied for 20 slots, making chances of being selected difficult 
to impossible. 

Five, our final recommendation is about reward and recognition. 
We recommend establishment of an annual Federal SES diversity 
award to be presented to the Federal agency that achieved the 
most diverse SES work force over the past year. This would encour- 
age and promote diversity and reward and recognize agencies that 
take steps to increase diversity in their senior ranks. 

Mr. Chairman, I thank you for the opportunity to appear before 
this subcommittee. I would be happy to answer any questions. 

[The prepared statement of Mr. Brown follows:] 
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Testimony of 

William A. Brown SR, P.E., HAIA, 

President, African American Federal Executive Association Inc. 
Before the House of Representatives 
Committee on Oversight and Government Reform 
Subcommittee on Federal Workforce, Postal Service, and the 
District of Columbia, May 10, 2007 


Good afternoon, my name is William A. Brown SR. I am 
President of the African American Federal Executive Association 
Incorporated. I am a retired federal senior service executive, SES 
level 5. The African American Federal Executive Association 
Incorporated was founded in 2002 by me and three other members 
of the Senior Executive Service. AAFEA has one purpose, the 
professional development and advancement of African Americans 
into the senior levels of Government. While our membership is 
open to any federal employee in grades GS-13 thru SES, the 
overwhelming majority of our members are African Americans in 
grades GS-14, 15 and SES. We have held three national 
conferences and training workshops attended by over 550 federal 
employees. At these training events African American senior 
executives conducted workshops and counseled and mentored 
other African Americans seeking SES positions. We also used 
these conferences to obtain further insight into many of the 
challenges facing African Americans as they strive to compete for 
SES positions. I would also like to mention that everyone in our 
organization is a volunteer, we have no paid positions in our 
organization. With that as a backdrop I would like to comment on 
SES diversity in the federal government. 

Currently there are 6100 SES positions in the federal government. 
Only 200 or 3.2 percent of these positions are occupied by African 
Americans. This appalling statistic has remained constant for the 
last seven or eight years despite increased emphases on training. 
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temporary assignments and other initiatives. These statistics clearly 
support the position our organization articulated in 2003 during a 
congressional hearing that the reason our federal workforce is not 
adequately diversified is not because of a lack of training but due 
to flaws in the selection process. Many of our members have 
accepted temporary assignments, moved their families across 
country and in some case outside of the country, obtained 
advanced degrees at their own expense while others had their 
education supported by their agency and gone the extra mile in 
hopes of advancing to the next level of federal service only to be 
denied that opportunity by selecting officials. What is ironic is that 
by denying Afl’ican Americans advancement into the senior ranks 
of government selecting officials are denying American the talent 
it needs to keep our nation strong. 

Over the next ten years approximately 89 percent of the senior 
federal workforce is expected to retire. AAFEA recommends that 
the following steps be taken so that the resulting replacement 
workforce will represent the mosaic of America. 

1 . We recommend that this sub-committee champion legislation 
mandating that federal agencies use the following process for 
selecting individuals for positions in grades GS 14, 15 and 
SES. All federal agencies would be required to use panels 
comprised of three people to screen and select all individuals 
for positions at grade GS-14 through SES. At least one 
member of each panel would be required to be a minority and 
the panel would be required to provide written justification 
for their selection and their non-selection. This written 
justification would have to be approved by the Agency Head 
before the position could be offered to the selected 
individual. Mr. Chairman we believe this process will cause 
selecting officials to take selection and diversity seriously 
and it will hold selecting officials and agency heads 
accountable for their actions/decisions. We have heard many 
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stories of individuals being selected for promotion by their 
immediate supervisor with no other input from any other 
supervisor and no other person being seriously considered for 
the vacancy. This selection of individuals who look, feel and 
talk like current selecting officials is counter to achieving 
diversity in the work place and has no place in our federal 
workforce. Diversity will never occur if we allow this 
selection process to continue. 


2. We recommend that this subcommittee task the General 
Accountability Office with conducting a detailed study on 
diversity in federal agencies, by grade, ethnicity and age. 

Current 0PM reports group all minorities in grades GS 14, 15 
and SES together. This presents a distorted view of diversity 
with respect to the SES since SES are not broken out as a 
separate reporting group. It also is impossible to determine 
makeup or progress by any ethnic group because of the 
lumping together of all figures. We need an accurate 
baseline to measure progress or the lack thereof Information 
on age has been included because we have noticed that a large 
percentage of the few African Americans who reach the SES 
level are doing so much later in life than their majority 
counterparts. This shortens the period that African Americans 
will be able to impact agency policy and in many cases rules 
them ineffective. 

3. We recommend that you pass legislation requiring all 
temporary assignments or details exceeding 120 days be 
filled in the same manner as permanent positions. Too often 
we hear of individuals being pre-positioned for a promotion 
by being temporarily detailed to a vacancy gaining 
competitive advantage over other possible candidates. 
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4. We recommend that OPM’s Candidate Development 
Program be expanded and fiilly funded to accommodate 200 
positions. We applaud 0PM for launching this program 
however, over 5000 applicants applied for the twenty plus 
slots making chances of being selected difficult. This huge 
response indicates interest, bench strength and readiness for 
senior executive positions. What is lacking is opportunity. 
Am expansion of this program would be a powerful tool in 
the diversity toolbox. 

5. Our final recommendation is about reward and recognition. 
We recommend establishment of an “Annual Federal SES 
Diversity Award”. This award would be presented to the 
federal agency that achieved the most diverse SES workforce 
over the past year. This would encourage and promote 
diversity and reward and recognize agencies that take steps to 
increase diversity in their senior ranks. 

Mr. Chairman, I thank you for the opportunity to appear before this 
subcommittee. The African American Federal Executive 
Association Incorporated stands ready to assist any federal agency 
in achieving diversity in the senior executive service ranks within 
our limited resources. Together we can provide our nation with the 
leadership and talent necessary to tackle the challenges a diverse 
world will pose now and in the foreseeable future. 
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Mr. Davis of Illinois. Thank you very much, Mr. Brown. 

We will next go to Ms. Trent. 

STATEMENT OF RHONDA TRENT 

Ms. Trent. Thank you so much. Federally Employed Women, 
FEW, very much appreciates the opportunity to participate in this 
important hearing on hehalf of the 1.2 million women employed in 
the Federal Government and military. We thank Chairman Danny 
Davis and the other legislators serving on this subcommittee for in- 
viting us today. 

Progress in diversity: we are happy to see that between 1992 and 
2003 women made progress in moving into the SES, moving up to 
26.2 percent of total SES employees. Further, the representation of 
women at the higher general schedule grades and at senior pay lev- 
els increase. However, we would suggest that these numbers 
should move higher to better reflect the percentage of women and 
all minorities employed in the Federal Government overall. 

As of December 2005, women represented 47.1 percent of the 
Federal work force, yet, according to the December 0PM statistics, 
December 2006, women only make up 28.7 percent of the career 
SES and 34.8 percent of all employees in grades 13 through 15. In- 
creasing the ranks of women in the SES by 2 percent over 4 years 
is simply not good enough. 

FEW suggests the following for improvements. We have queried 
all of our members and our leadership and offer the following sug- 
gestions that could help the improvement of the ability of women 
and minorities to move up through the ranks into the SES by 
training. By far, our FEW members cited the lack of training and 
cross-training as a major obstacle to women moving into the top 
levels of the Federal Government. There are several areas in which 
training can be improved for women aspiring to move up in the 
ranks. 

First and foremost, training dollars have shrunk to a truly unbe- 
lievable low level over the last couple of years. When funding is 
tight, training is one of the first things cut; yet, it critically impacts 
the quality of our Federal work force. 

Second, women tend to be employed at the lower ranks in the 
Federal Government at much greater numbers than men. This does 
not mean that they do not aspire to be in leadership or manage- 
ment positions. We argue that, to help women move into higher- 
level jobs, they need the training opportunities along the way, and 
therefore should be permitted to take manager and upper-level 
training along with their progression. FEW believes so strongly in 
this approach that, during our national training programs held 
over many years, any attendee, whatever their GS level or job de- 
scription, can take any training workshop that they would like, in- 
cluding those geared toward upper management and leadership po- 
sitions. 

Further, by attending our national training program, attendees 
are exposed to high-ranking officers. Government employees, in 
both educational and social settings. 

Mentoring: having a mentor is an extremely important aspect to 
any Federal worker’s progression; however, there are no formal 
mentoring programs for women or minorities in the Federal Gov- 
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eminent. Women need to have leaders to whom they can ask ques- 
tions, obtain advice about their careers, and receive suggestions on 
career moves. FEW also suggests that perhaps incentives should be 
made available to the senior managers to establish, endorse, and 
participate in this very mentoring program. Further, the establish- 
ment and participation in a mentoring program should be part of 
the manager or supervisor and the employee’s performance require- 
ments to hold those leaders responsible for increasing diversity. 

The 0PM Federal candidate development program: as we re- 
marked during our 2003 testimony before this subcommittee, the 
creation of the Federal candidate development program was impor- 
tant; however, there are many ways the program should be im- 
proved. Only an extremely low number of applicants are actually 
admitted into the program. For instance, my figures from 2004 
show that there were 4,704 applicants received yet only about 50 
candidates were accept. Considering the vast numbers of retire- 
ments expected in the next couple of years, especially from the top 
levels of the Government, many more potential candidates for SES 
must be trained to fill these slots. 

Of more critical importance is the lack of outreach to potential 
candidates. An overwhelming majority of my FEW members had 
never heard of this program, many of whom were already qualified 
and could have possibly been a candidate and accepted. 

The Federal women’s program: it was instituted in 1967 by an 
Executive Order No. 11375, and it created Federal women’s pro- 
grams which were mandated to have in every Government entity 
to provide ongoing training, career counseling, leadership, and to 
ensure women were provided guidance for advancement. However, 
this Federal women’s program became another victim of our vastly 
decreased funding. 

Again, we very much appreciate the subcommittee and chair- 
man’s interest, and I and the other 1.2 million Federally Employed 
Women are proud of the work we do for the Federal Government 
and to help women and minorities aspire and succeed in entering 
the SES. 

I was going to ask for more time because I have such a Southern 
accent, but looks like I went over, but anyway, thank you so much. 

[The prepared statement of Ms. Trent follows:] 
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FEW is a private, non-profit organization founded in 1968 after Executive 
Order 11375 - that added sex discrimination to the list of prohibited 
discrimination in the federal government - was issued. FEW has grown into 
a proactive organization serving the more than one million federally 
employed women (both civilian and military). FEW is the only organization 
dedicated solely to eliminating sex discrimination in the federal workplace, 
and the only organization that monitors legislation particularly of concern 
to women employed in the federal government. 
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INTRODUCTION 

Federally Employed Women (FEW) very much appreciates the opportunity to 
participate in this important hearing on “The Lack of Diversity in the Top Levels of 
the Federal Government.” On behalf of the 1 .2 million women employed in the 
federal government and military, we thank Chairman Danny Davis and the other 
legislators serving on this Subcommittee for inviting us to testify. 

BACKGROUND 

FEW is a private, non-profit organization founded in 1968 after Executive Order 
1 1 375 - that added sex discrimination to the other forms of discrimination 
prohibited in the federal government - was issued. The early organizers of FEW 
realized that the government could dismantle the Federal Women’s Program 
(FWP) that was established after E.0. 11375 was issued within most federal 
agencies and they wanted to ensure that there would always be an organization 
dedicated to promoting equality for women and addressing concerns of women in 
the federal workforce. 

As a private organization, FEW works as a constructive pressure group to 
improve the status of women employed by the federal government. This includes 
contact with Congress to encourage progressive legislation. FEW national 
officers also meet with agency officials at all levels to demonstrate support of the 
FWP, encourage officials to support the program and to obtain insight on the 
effectiveness of the FWP at agency and local levels. FEW has been called on in 
past years to testify before Congress on sexual discrimination. Senior Executive 
Service (SES) diversity and sexual harassment cases. 

For 39 years, Federally Employed Women has been working to end sexual 
discrimination and enhance opportunities for the advancement of women in 
government. Every day, nationwide, FEW members work together to bring about 
an awareness of the issues facing women throughout the federal government 
and achieve positive reforms and equality for women in the federal workplace. In 
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addition, FEW members support all efforts within the government to improve 
operations and efficiencies in the federal workforce. 

FEW has instituted a diversity program with the aim of developing strategies to 
identify and eliminate barriers within the federal government. We also offer 
diversity training annually at our national, regional and chapter training programs. 

PROGRESS IN DIVERSITY 

We were happy to see that between 1992 and 2003, women made progress in 
moving into the SES, moving from 12.3% to 26.2% of total SES employees. 
Further the representation of women at the higher General Schedule (GS) 
grades and at senior pay levels increased in 2006. According to the US Office of 
Personnel Management (0PM), the number of women in grades 13 through 15 
rose to 125,889 in 2006 from 124,827 in 2005.’ Employees from these grades 
are referred to as “feeder” pools from which SES candidates are sourced. 

Flowever, we would suggest that these numbers should move higher to better 
reflect the percentage of women employed in the federal government overall. As 
of December 2005, women represented 47.1% of the federal workforce,^ and 
men 52.9%. Yet according to December 2006 statistics obtained from the 0PM 
website,^ women only make up 28.7% of the career of the SES and 34.8% of all 
employees in grade 13 through 15. Increasing the ranks of women in the SES by 
2% over four years is simply not good enough. 

FEW’S SUGGESTIONS FOR IMPROVEMENT 

We have queried the FEW leaders and members and offer the following 
suggestions that could help improve the ability of women and minorities to move 
up through the ranks and into the Senior Executive Service. 

' Annual Report to the Congress, Federal Equal Opportunity Recruitment Program, FY 2006, page 5. 

^ Congressional Budget Office Report, “Characteristics and Pay of Federal Civilian Employees,” March 
2007, page 12. 

^ Office of Personnel Management, Federal Human Resources Data, FedScope 
(htip://www. fedscope.opm.gov/), December 2006. 
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Training: 

By far, FEW members cited the lack of training and cross-training as a major 
impediment to women moving into the top levels of the federal government. 
There are several areas in which training can be improved for women aspiring to 
move into the SES. First and foremost, training dollars have shrunk to truly 
unbelievably low levels over the last couple of years. When funding is tight, 
training is one of the first things cut, and yet it critically impacts the quality of our 
federal workforce. 

Second, women tend to be employed at the lower ranks in the federal 
government at much greater numbers than men. This does not mean that they 
do not aspire to be in leadership or management positions. Yet, they are not 
permitted to obtain upper grade training because they are not in upper 
management jobs. We argue that to help women move into these higher level 
jobs, they need the training first and therefore should be permitted to take 
manager and upper level training. 

FEW believes so strongly in this approach that during the National Training 
Programs held over the years, any attendee - whatever their GS level or job 
description - can take any training workshop that they want - including those 
geared towards management and leadership. Further, by attending our National 
Training Program, attendees are exposed to high ranking officers and 
government employees in both educational and social settings. This allows 
attendees to receive mentoring tips and suggestions that would not be afforded 
on the job. 

Mentoring: 

Having a mentor is an extremely important aspect to any federal worker’s 
progression into the Senior Executive Service. However, there are no formal 
mentoring programs for women in the federal government. Women need to have 
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leaders to whom they can ask questions, obtain advice about their careers, 
receive suggestions on career moves, training needs, and special project 
assignments, and obtain general information about the process of moving up the 
career ladder. 

Obviously because there are far fewer female SES and high ranking employees 
in the federal government, our mentor pool is much smaller than that of men. 

With the male mentor pool being so large, it is often easier for men to become 
schooled and guided into the ranks of the upper career set. Thus men are often 
referred or recommended for higher positions while women are not - simply 
because they do not have the luxury of getting under the wing of a female mentor 
as readily as men. 

FEW has tried to fill the void by offering exposure and time with its organization 
leaders who are often sought out as mentors and role models. However, more 
needs to be done. 

FEW suggests that perhaps incentives should be made available to senior 
managers to establish, endorse, and participate in a mentoring program. Further, 
the establishment and participation in a mentoring program should be part of the 
manager/supervisor and the employee’s performance requirements. 

OPM’s Federal Candidate Development Program: 

As we remarked during our 2003 testimony before this subcommittee, the 
creation of the Federal Candidate Development was an important and critical first 
step in increasing diversity in the Senior Executive Service and developing a 
more diverse pool of candidates for positions in the SES. However, there are 
many ways the program should be improved. 

First, only an extremely low number of applicants are actually admitted into the 
program. For instance, in 2004, 4,704 applications were received, while only 
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about 50 were accepted. (NOTE: We tried to get totals for 2005 and 2006, but 
0PM could not provide these to us.) Considering the vast numbers of retirements 
expected in the next couple of years - especially from top levels the government 
- many more potential SES candidates must be trained to fill these slots. 

Second, not all agencies are participating. According to 0PM, twenty-one 
agencies currently have a program in place. It should be mandatory that each 
agency create and institute a Federal Candidate Development Program. 

Of more critical importance is the lack of outreach to potential candidates about 
the program. An overwhelming majority of our members have never heard of the 
program - many of whom would have qualified and could have been accepted. 

Of the members that did, most heard through FEW events, the National Training 
Program and publications - and not from their respective agency managers. We 
are concerned that managers and agency heads are not adequately informing 
their employees about the existence and benefits of this program. 

Federal Women’s Program: 

In 1967, Executive Order 11375 added sex to the other forms of discrimination 
prohibited within the federal government. Also the Order created the Federal 
Women’s Program (FWP) which was to provide ongoing training, career 
counseling, leadership training, and ensure women were provided guidance and 
information to further their careers in the federal workforce. These programs also 
helped provide training for women to help them excel and improve their job skills. 

However, FWP has become another victim of vastly decreased funding in each 
federal agency. Over the years, staff assigned to run these programs have been 
cut drastically to a point now where the responsibilities are given to a federal 
worker on top of his/her other full-time job tasks. The obvious end result has 
been the virtual disappearance of an effective women’s program in the federal 
government. 
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As FEW President, I travel around the country conducting Agency visits at 
government offices to spread the word about FEW and to ask for support. As part 
of these meetings, I always ask about their internal FWP. It has been 
disappointing to me to find that there are very few active and operating programs 
in the field now. This is simply not right as the Federal Women’s Program was 
established to benefit women and to help steer their careers. 

FEW had partnered with FWP to ensure that women were given the opportunities 
and guidance to advance in their professional careers. Without an active FWP, 
FEW is operating in a vacuum and it is difficult to gain attention, support and 
funds for women to receive the guidance and support they need to advance. 

Again, we very much appreciate the Subcommittee and Chairman’s interest in 
increasing diversity in the Senior Executive Service and all the support you have 
given federal workers in the past. I, and the other 1.2 million federally employed 
women, am proud of the work we do for the federal government, and offer to help 
in any way to ensure that more women and minorities can aspire and succeed in 
entering the Senior Executive Service. 
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Mr. Davis of Illinois. Thank you very much. We will certainly 
have some time in the question and answer period. 

Mr. Sandate. 


STATEMENT OF GILBERT SANDATE 

Mr. Sandate. Good afternoon, Mr. Chairman and members of 
the subcommittee. Thank you for the opportunity to appear before 
you today. 

My name is Gilbert Sandate and I am the senior policy advisor 
to Jose Osegueda, president and CEO of the National Association 
of Hispanic Federal Executives [NAHFE]. I am also a past presi- 
dent of NAHFE. 

NAHFE is proud to represent all senior level Hispanics in the 
Federal work force and to speak on their behalf at this hearing 
today. As you may be aware, NAHFE’s mission is to promote the 
development and advancement of qualified Hispanics to senior level 
policymaking positions in the Federal Government. 

Hispanics are the largest minority in the country, representing 
14.5 percent of the total population and 13.6 percent of the national 
civilian labor force. Yet, Hispanic representation in the Federal 
work force was but 7.5 percent as of June 30, 2006, leaving them 
the only under-represented minority group in the Federal work 
force. And according to recent 0PM reports, Hispanics were rep- 
resented in career SES level jobs at 2.5 percent as of June 30, 
2006. In the key feeder occupations leading to SES positions, 0PM 
data reported minimal representation for Hispanics. 

Mechanisms are needed to ensure that Hispanic candidates in 
the pipeline can move successfully into senior career level posi- 
tions. 

Having worked my entire 34-year Federal career in the civil 
rights and human resources fields, primarily as a manager, I can 
speak with some authority about the barriers and obstacles that 
minorities, especially Hispanics, face in reaching career goals. I 
have witnessed first-hand the unfairness, the prejudice, and dis- 
crimination that is often present in hiring, promotion, and advance- 
ment decisions in the Federal workplace. I have worked for and 
with Federal managers who viewed the Government’s diversity and 
equal employment opportunity programs as a nuisance, something 
to be tolerated and marginally complied with, but always relegated 
to third-tier priority status. 

NAHFE believes the answer to successfully diversifying the sen- 
ior level ranks of Government is to set in place and to enforce 
meaningful systems of accountability so that managers and super- 
visors may be held accountable for effectively carrying out their 
legal mandate to implement and promote equal employment oppor- 
tunity and diversity programs. 

The diversity practices in hiring, development, retention, and 
promotion of Hispanics in the Federal work force are not being en- 
forced. As a result, we have agencies such as the Department of 
Defense, with nearly one million civilian and 1,200 SES level em- 
ployees, with a Hispanic representation in the SES levels of 1.5 
percent. This is especially shameful when you consider that today 
over 12 percent of all casualties in Iraq and Afghanistan are young 
Hispanic soldiers. We submit to this subcommittee that if we are 
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good enough to die for our country, we ought to he good enough to 
serve it as Government employees at all levels of the Federal work 
force. 

Another agency that should he a model for the Hispanic commu- 
nity is the Department of Education, yet, out of 165 SES positions, 
DOE has a total Hispanic representation of 1 employee. 

NAHFE believes that the administration and oversight of Gov- 
ernment career training and leadership development programs 
must he monitored so that barriers to fair and equal participation 
by Hispanic and other minority candidates can be eliminated. Too 
often these training and development decisions are made based on 
favoritism, prejudice, and exclusion. 

In summary, NAHFE recommends the following: Congress 
should strengthen existing diversity accountability systems by 
tying them to the appropriation and budget oversight process. 

Congress should require agencies to forcefully implement the ac- 
countability systems for which they are responsible. 

Congress should provide a funding source for nonprofit, constitu- 
ency-based organizations such as NAHFE to partner with Federal 
agencies in identification and training of talented Hispanic can- 
didates to prepare them for senior-level positions. 

Congress should require that all agencies initiate SES candidate 
development programs. 

And, last, this subcommittee can serve as a diversity model by 
retaining a cadre of well-qualified Hispanic career civil servants to 
work with the subcommittee staff on a 1-year temporary assign- 
ment on issues related to improving Hispanic diversity at the SES 
levels of the Government. 

Chairman Davis, members of the subcommittee, we thank you 
for the opportunity to share these views with you today. 

[The prepared statement of Mr. Sandate follows:] 
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DIVERSny IN THE SENIOR EXECUTIVE SERVICE, ITtE POSTAL CAREER EXECUTIVE 
SERVICE AND IN THE TOP LEVELS OF THE FEDERAL GOVERNMENT 

Chairman Davis, Representative Marchant, and Members of the Subcommittee on 
Federal Workforce, Postal Service and the District of Columbia, thank you for the 
opportunity to appear before you today. 

My name is Gilbert Sandate and I am the Senior Policy Advisor to Jose Osegueda, 
President and CEO of the National Association of Hispanic Federal Executives, or NAHFE. 
I am also a recently retired member of the career Senior Executive Service and a past 
President of NAHFE. NAHFE is proud to represent all senior level Hispanics in the 
federal workforce and to speak on their behalf today at this hearing. As you may be 
aware, NAHFE's mission is to promote the development and advancement of qualified 
Hispanics to senior level, policy-making positions in the federal government. 

While NAHFE commends this Committee for its noble Intention of examining diversity at 
the senior levels of government, we must ask why this hearing is not more 
all-encompassing and looking at all levels of diversity in the federal workforce. Perhaps 
one answer Is in the fact that, aside from Hispanics, all other ethnic and gender groups 
are at or near parity with their numbers in the national civilian labor force. According 
to OPM's Sixth Annual Report to the President on Hispanic Employment in the Federal 
Government, Hispanics remain the only underrepresented ethnic group In the federal 
workforce. Thus, some may not view diversity at all levels of government as being 
problematic, or, if they do, not with the same sense of urgency as Hispanics. 

These facts are clear about the state of Hispanics in America and their representation in 
the federal workforce: 



www.nahfe.org 


132 


Hispanics are the largest minority group in the country, representing 14.5% of the total 
population and 13.6% of the national civilian labor force. They are the fastest growing 
and youngest segments of the U.S. population. Since 2000, Hispanics have accounted 
for half of all the population growth in the U.S., and nearly 35% of all Hispanics are 
younger than 18, compared with 25% of the total U.S. population. Hispanic purchasing 
power, now at 800 billion, will top one trillion by the year 2010. 

Yet, despite this robust presence in the fabric of American society, Hispanic 
representation in the federal workforce was but 7.5% as of lune 30, 2006. This means 
there is an underrepresentation gap of 6.1% for Hispanics in the federal workforce in 
order to reach parity with their numbers in the national civilian labor force. This 
underrepresentation gap represents the loss of 120,000 jobs and 5.5 billion in salaries 
alone to the Hispanic community each year. Moreover, with an average annual hiring 
rate of 0.13% over the past 40 years, Hispanics will never reach parity with their 
numbers in the national civilian labor force unless dramatic measures are taken to fix 
the broken federal personnel hiring system. 

Predictably, Hispanic representation at the senior levels of government is even more 
dismal. According to recent OPM reports, Hispanics represented 3.7% of all federal 
senior pay positions as of lune 30, 2006. However, because this occupational category 
includes political appointees, who are temporary employees, and other non-managerial 
employees who earn senior pay, a more accurate analysis reveals that Hispanics were 
represented in career SES-level jobs at 2.5% as of lune 30, 2006. This is the exact 
same level of Hispanic representation at the SES-levels as it was in FY 2001, a zero net 
change over the past five years. 

In the key feeder occupational groupings leading to SES positions, OPM reported that 
Hispanics represented 5.2% of all GS-13 positions, 4.3% of all GS-14, and 3.9% of all 
GS-15 positions as of lune 30, 2006. Here the results are a bit more encouraging 
because, while not seismic shifts, the numbers represent positive changes when 
compared with similar data reported three years ago when this Committee last met to 
discuss this issue. Then, Hispanic representation was reported at 4.5%, 3.8% and 3.3% 
of all GS-13, GS-14, and GS-15 positions, respectively. The challenge, of course, is to 
set in place systems or mechanisms to ensure that many of these well-qualified 
Hispanic candidates are able to matriculate successfully into senior level positions in 
the near future. 
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Sadly, it has been our collective experience that many highly qualified Hispanics have 
found themselves channeled into dead-end, career-ending positions never to be heard 
from again. Quite candidly, NAHFE believes that many fine Hispanic candidates have 
been unable to reach the senior level ranks due to favoritism and discrimination by 
selecting officials. They have been denied career-building training, developmental 
assignments, coaching and mentoring that would make them more competitive when 
seeking promotion to SES-level positions. 

Having worked my entire 34 year federal career in the civil rights and human resources 
fields, I can speak with some authority about the barriers and obstacles minorities, but 
especially Hispanics, face in forging a successful, long-term career and In reaching 
career goals. I have witnessed first-hand the unfairness, the prejudice and 
discrimination that is often present in hiring, promotion and advancement decisions in 
the federal workplace. I have worked for, and with, federal managers who viewed the 
government's diversity and equal employment opportunity programs as a nuisance, 
something to be tolerated and marginally complied with, but always relegated to 
third-tier priority status. 

NAHFE believes one answer to successfully diversifying the senior level ranks of 
government is to set in place and to enforce meaningful systems of accountability, so 
that managers and supervisors may be held accountable for effectively carrying out 
their legal mandate to implement and promote equal employment opportunity and 
diversity programs. In fact, a number of accountability tools are already in place, they 
just haven't been effectively monitored or enforced. For example, the EEOC has failed 
to enforce the Uniform Guidelines on Employee Selection Procedures to monitor agency 
selection practices; 0MB and 0PM have seemingly rubber-stamped agencies' progress 
in implementing the diversity component of the President's Management Agenda for 
the Strategic Management of Human Capital; and 0PM has failed to effectively monitor 
and enforce agencies' implementation of Executive Order 13171, Hispanic Employment 
in the Federal Government. In short, no one agency seems to be minding the store 
when it comes to enforcing diversity practices in the hiring, development, retention and 
promotion of Hispanics in the federal workforce. 

This culture of non-accountability has resulted in disgraceful levels of Hispanic 
representation at SES levels in federal agencies that should be leaders in diversity. 
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For example, the Department of Defense, with nearly one million civilian and 1200 
SES-level employees, has but 1.5% Hispanic representation in SES level positions. 
This is especially shameful when you consider that today, in an ironic deadly twist on 
successful diversity, over 12% of all casualties in Iraq and Afghanistan are young 
Hispanic soldiers. We submit to members of this Subcommittee that if we are good 
enough to die for our country, we ought to be good enough to serve it as government 
employees at all levels of the federal workforce. Another agency that should be a 
model for the Hispanic community is the Department of Education. With its mission of 
ensuring that America's educational system is providing a solid educational foundation 
for our nation's youth, we would expect that the makeup of its leadership team reflect 
the diversity of the population it serves. Yet, out of 165 SES positions DOE has a total 
Hispanic representation of one employee. Other agencies with less than stellar 
records of senior level diversity for Hispanics include the Department of Commerce, 
with 1.9%, and the Department of Health and Human Services, with 2.5% Hispanic 
representation at the SES levels. 

Conversely, other departments have been able to shape enviable records of Hispanic 
inclusion in their workforce. For example, Hispanics at the Department of Homeland 
Security make up 18.5% of its total workforce, including 5.6% at the SES levels. 
Similarly, the Social Security Administration can boast of 12.5% Hispanic 
representation in its total workforce, with 7.9% of its SES positions filled by Hispanics. 
The key to their diversity success, of course, is directly correlated to the level of support 
from the highest levels of agency leadership. As quoted recently in Government 
Executive Magazine, Felicita Sola-Carter, Assistant Deputy Commissioner for Human 
Resources, Social Security Administration, cited as the reason for SSA's diversity 
success, "It is leadership commitment and a business case hinged on diversity...we set 
out to represent the Public we serve.. .that really has been our mantra." 

NAHFE also believes that the administration and oversight of government professional 
career training and leadership development programs must be improved so that any 
barriers to fair and equal participation by Hispanic and other minority candidates may 
be eliminated and their inclusion assured. As the gateway to professional career 
advancement, these developmental opportunities should be available to all in a fair and 
equitable manner. Yet, because a commitment of resources is involved, too often 
these decisions are made based on favoritism, prejudice and exclusion. These barriers 
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are evident just by looking at the numberofHispanics recommended forSES Candidate 
Development Programs, for participation at OPM's Federal Executive Institute and 
Management Development Centers, and for participation in interagency and 
Intra-agency Loaned Executive Programs, 

In summary NAHFE recommends that organizations advocating excellence In Public 
Service be given the opportunity to participate in the process of making it better. Non- 
profit, constituency-based organizations such as NAHFE should have access to small 
business, education and training funding opportunities to assist federal agencies in the 
identification, preparation, training and career development programs of employees 
that will improve diversity in the Federal workforce. In recent years NAHFE has 
sponsored six SES Summits whereby senior level managers from all agencies have 
collaborated to focus on ways to increase the representation of Hispanics in SES-level 
positions. NAHFE welcomes the opportunity to partner with federal agencies to 
educate and prepare Hispanic candidates through training programs, seminars, 
mentoring and other tools so that they may be competitive for senior level positions. 
Working in collaboration with federal agencies NAHFE will continue to inspire a new 
generation of Hispanics striving to ascend to SES-level positions, and to enrich the pool 
base of Hispanic candidates for senior level positions. 

NAHFE recommends the following solutions for the Subcommittee's consideration: 

1. Congress should strengthen existing diversity accountability systems by 
tying them to the appropriation and budget oversight process. The 
Congress should hold agencies accountable at appropriation hearings by 
requiring that they report on their bottom-line diversity accomplishments, 
especially net increases in Hispanic representation at senior levels. If 
agencies report no progress in achieving diversity goals, they should be 
penalized with a lesser appropriation. 

2. Congress should require agencies to forcefully implement the accountability 
systems for which they are responsible. This includes EEOC's responsibility 
to enforce the Uniform Guidelines on Employee Selection Procedures; OMB 
and OPM's responsibility to objectively enforce the diversity provisions 
contained in the Strategic Management of Human Capital as part of the 
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President's Management Agenda; and OPM's responsibility to hold federal 
agencies’ accountable for effectively implementing Executive Order 13171, 
Hispanic Employment in the Federal Government. 

3. Congress should provide a funding source for non-profit, 
constituency-based organizations such as NAHFE to partner with federal 
agencies in the outreach and identification of talented Hispanic candidates 
to prepare them for senior-level positions through education, training and 
development, mentoring, coaching, and the identification and 
implementation of inter- and intra-agency developmental assignments. 

4. Congress should require that all agencies initiate SES Candidate 
Development Programs to ensure that qualified GS-14 and GS-15 
employees now in the pipeline have every opportunity to get the training 
they need to qualify for SES vacancies. 

5. This Subcommittee can serve as a diversity model by seeking out a cadre of 
well-qualified Hispanic career civil servants to work with Subcommittee 
staff on a one-year temporary assignment on issues related to improving 
Hispanic diversity at the SES-levels of government. Through such an 
example of diversity leadership, the Subcommittee can serve as a diversity 
model that other Congressional committees and subcommittees may wish 
to emulate. NAHFE will gladly provide resumes of qualified candidates for 
such an assignment. 

Chairman Davis, Representative Merchant, and other Members of the Subcommittee 
on Federal Workforce, Postal Service and the District of Columbia, we thank you for the 
opportunity to share our views and ideas for improving diversity at the SES levels of 
government. We look forward to working with you, with other committees, and with 
federal agencies to ensure that our federal workforce truly reflects the diversity of 
America's population at all levels, but especially at the senior ranks. 

Thank you. 
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Mr. Davis of Illinois. Thank you very much. We sure appre- 
ciate your testimony. 

Ms. Young. 


STATEMENT OF DARLENE YOUNG 

Ms. Young. Good afternoon, Chairman Davis, Ranking Member 
Merchant, and subcommittee members. Thank you for this oppor- 
tunity to speak to the topic of diversity in the Senior Executive 
Service and top-level executive positions, GS-14 and 15 of the Fed- 
eral Government. In 2003, my predecessor, Gregory Reeves, also 
testified for Blacks in Government. 

Last year Blacks in Government celebrated 30 years of being an 
advocacy and training organization on behalf of African Americans 
employed by Federal, State, and municipal governments. Our goals 
and objectives are to promote professionalism among blacks in gov- 
ernment, eliminate practices of racism and discrimination, main- 
tain a mechanism for the gathering and dissemination of pertinent 
information, and to develop and promote programs which will en- 
hance ethnic pride. 

Increasing the percentage of African Americans in the highest 
level positions is and has always been one of our most difficult and 
significant challenges. We have yet to overcome. 

The number of African Americans in almost every Senior Execu- 
tive Service position and job category lags significantly when you 
compare to whites. Today, African Americans comprise roughly 6.6 
percent of SES positions, while the whites is approximately 90 per- 
cent. 

The low rate of SES appointments for African Americans is unac- 
ceptable, regardless of whether it is measured against the overall 
distribution of 20 percent of African Americans in the Federal work 
force or against 11 percent employed in the civil labor force. 

Today I will highlight four systematic personnel process that we 
believe adversely impact the recruitment of African Americans for 
SES positions. The four are: the expansion of the applicant pool; 
training and development programs; modification of selection proc- 
ess; and making top managers accountable for the results. 

Expansion of the applicant pool: increasing the internal recruit- 
ment, involving advocacy groups in the external recruitment. Some 
of those examples would be such as giving that information of all 
those SES positions to Blacks in Government at our training con- 
ference. At our training conference we have over 5,000 applicants 
that are at our conference, and at that time we have agencies who 
have booths, so if that information is available those applicants 
who are qualified could then apply for those positions in the SES. 

Institute SES training and development programs: what Blacks 
in Government has done to help with that process is we have 
partnered with the U.S. Graduate School. We have developed our 
own leadership program that will enhance our members to be able 
to qualify for the SES level. 

Modification of selection process: decentralize selection process, 
eliminate OPM’s ratification, and involve SES minorities in the se- 
lection process. 
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Top management involvement: ensure that top level is aware of 
the SES diversity goals and problems. Include diversity progress in 
the standards and the evaluations. 

I could go on and on about how you can increase the level of 
SESers among African Americans and minorities, but at this point 
I will stop. 

I want to thank this subcommittee for allowing me this oppor- 
tunity to speak on behalf of Blacks in Government. I will look for- 
ward to entertaining any questions that you may have. 

[The prepared statement of Ms. Young follows:] 
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Good afternoon Chairman Davis, Ranking Member Marchant, and Committee Members. Thank 
you for this opportunity to speak to the topic of “Diversity in the Senior Executive Service and 
Top Level Executive Positions (GS 14 and 15)” of the Federal government. The full text of my 
testimony was previously provided to your staff. 

Last year. Blacks In Government celebrated 30 years of advocacy on behalf of African 
Americans employed by federal, state and municipal goverrunents. Out goals and objectives are 
to promote professionalism among Blacks in government, eliminate practices of racism and 
discrimination, maintain a mechanism for the gathering and dissemination of pertinent 
information, and to develop and promote programs that will enhance ethnic pride. 

Increasing the percentage of African Americans in the highest level positions is and has always 
been one of our most difficult and significant challenges — we have yet to overcome. The 
number of African Americans in almost every Senior Executive Service (SES) position and job 
category lags significantly when compared to whites. Today, African Americans comprise 
roughly 6.6% of SES positions while for whites it is approximately 90%. This low rate of SES 
appointments for African Americans is unacceptable. Regardless, of whether it is measured 
against the overall distribution of 20% of African Americans in the federal workforce; or against 
the 1 1% employed in the civilian labor force (CLF). 

Today, I will highlight four (4) systemic personnel processes that we believe adversely impact 
the recruitment of African Americans for SES positions. Legislative and/or administrative 
modifications to these procedures are required in order to achieve true workforce diversity in 
SES positions. These systemic actions are Expansion of the Relevant Applicant Pool, 
Development of SES Training and Development Programs, Modification of the SES Selection 
Process, and creation of a Top Level Accountability, Reporting and Evaluation procedure 
designed to achieve positive results. 

EXPANSION OF THE RELEVANT APPLICANT POOL 

The overwhelming majority of SES promotion selections are made from candidates outside the 
federal government. This is not an accident, but a design by those who conceived the current 
SES regulation because it was felt, at the time, that there were an insufficient number of “in- 
house” candidates qualified to meet the Office of Persormel Management’s (OPM’s) core 
competencies. Measures 0PM felt were necessary to manage large and complex Federal 
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organizalions. These eore eompeteneies called Executive Core Qualifications (ECQs) are 
Leading Change, Leading People, Results Driven, Business Acumen and Building 
Coalitions/Communications. 

The current SES regulation has resulted in an influx of a stream of perhaps qualified applicants, 
who were and are mostly white males. The reality is that when vacancies do occur recruitment 
information is essentially disseminated informally by “word of mouth” or via the “good ole boy” 
networks and passed along to industries, friends, family members, and professional organizations 
doing business with the government. OPM officially recruits SES and other applicants through 
its website f www.usaiobs.opm.govl or through its automated bulletin board for SES vacancy 
announcement system (USAJOBS). Most Afiican Americans outside the federal workforce 
have no knowledge that these recruitment sources even exist. 

The disproportionate use of these informal processes to fill SES vacancies adversely impact the 
recruitment and selection of Afiican Americans, other minorities and women. Agencies that are 
serious about making progress in the recruitment and selection of Afiican Americans in SES and 
GS 14 and 15 positions must expand employment initiatives beyond these traditional methods 
and include Afiican American advocacy organizations such as Blacks In Government (BIG), the 
National Association for the Advancement of Colored People (NAACP), the National Urban 
League (NUL), and the Afiican American Federal Executive Association (AAFEA). Further, 
OPM must advertise these vacancies in afiu-centric broadcast media, journals, magazines, and 
websites. The stream of Afiican American applicants can also be expanded by increasing 
internal SES recruitment efforts. In most federal agencies and departments, the overall African 
American demographics are higher than those in external applicant pools. This leads to the next 
personnel process, training and development programs. 

DEVELOPMENT OF SES TRAINING AND DEVELOPMENT PROGRAMS 
There are many Afiican Americans in the Federal government who hold advanced degrees and 
who have many years of specialized experiences. Some may lack the core competencies 
prescribed by OPM. However, these measures can be acquired by the development of rigorous 
and targeted training enhancement programs designed to prepare participants for SES 
consideration. OPM provides support and assistance to agencies in developing such programs. 

It also grants certification to agencies and departments that formulate and implement training and 
development courses and initiatives. 

A recent initiative is the partnership between the U.S. Department of Agriculture’s (USDA) 
Graduate School, Blacks In Government and the Deloitte Company in the establishment of the 
Young Leadership Academy Program. The Young Leadership Academy (YLA) began 
operations in September 2006. USDA in coordination vrith BIG developed YLA’s curriculum 
and set the standards for certification at the completion of all criteria. BIG’s members at the 
various levels of government are provided the opportunity to be trained to be “Leaders for Life”. 
This in and of itself will increase the number of qualified Afiican Americans’ eligibility at all 
levels of government including SES positions. Another major event that provides professional 
development to members is the SES Workshops held at Blacks In Govenunent’s Annual 
National Training Conference; this year August 13-17 in Nashville, Tennessee. 
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In addition to USDA, there are other agencies and departments such as the U.S. Department of 
State that have made significant progress through increased utilization of training, development 
and outreach programs designed specifictdly to increase the number of minorities and women in 
the area of the Foreign Service Officer Program. In summation, federtd agencies and 
departments must increase internal SES recruitment and seek assistance and support fiom 
African American organizations when recruiting externally. 

MODIFICATION OF THE SES SELECTION PROCESS 

Currently, OPM is the final arbiter for all SES selections. Not only do they control who gets 
those appointments, but tdso the number of positions allocated to the various federtd agencies 
and departments. If we are to hold officials in those entities accountable for diversity outcomes, 
we must give them more authority in the selection process. At present, they utilize Executive 
Review Boards’ (ERBs) procedures to conduct merit staffing for SES appointments. These 
boards review the executive qualifications of each eligible candidate and make recommendations 
to the appointing officials concerning the applicant. Once the selection is made by that officitil 
the agency and/or department cannot appoint their executive choice until a Qualifications 
Review Board (QRB) certifies the aspirant’s credentials. This appears to be an unnecessary 
redimdancy that can be eliminated by providing officials more control and authority over the 
final outcomes in the selection process. OPM can execute its oversight responsibilities by 
simply certifying the qualifications of ERB members. Whether or not it is the QRB or the ERB 
who makes the final decision on selections, there must be more SES minorities and women 
involved in the process. OPM and/or agencies and departments can staff these boards with 
current, former and/or retired SES appointees. 

TOP EXECUTIVE ACCOUNTABILITY, REPORTING AND EVALUATIONS 
All agency and department heads and top level officials must be held personally accountable for 
efforts made in increasing diversity within their organizations. In the latest EEO Annual Report 
on the Federal Workforce: Fiscal Year 2005 only 44% of agency heads were even briefed 
regarding performance with regard to diversity matters. For most of them, their efforts for 
diversity initiatives are not part of any critical elements in their performance evaluations. 
Assessments made in this regard need not be based on quantitative outcomes, but on the 
undertaking of specific qualitative initiatives designed to improve the agency’s diversity 
demographics in both SES and GS 14 and 15 positions. 

Chairman Davis, this concludes my formal testimony. Again, thank you for giving me the 
opportunity to articulate our views regarding this very important matter. I’ll be glad to answer 
any questions. 
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Mr. Davis of Illinois. Thank you very much, Ms. Young. 

We will go to Mr. Bransford. 

STATEMENT OF WILLIAM BRANSFORD 

Mr. Bransford. Thank you, Mr. Chairman Davis. 

The Senior Executive Association appreciates the opportunity to 
testify about the important topic of the lack of diversity in the sen- 
ior ranks of Government. I am Bill Bransford, general counsel of 
SEA. 

We applaud your oversight of diversity in the career SES and 
other senior positions in Government. SEA also seeks to work to- 
ward an SES that represents fully the diversity of America. Not 
only is it the right thing to do, but achieving diversity will pay divi- 
dends by producing a Government lead by executives that reflect 
America. 

The 2003 Government Accountability Office report on this sub- 
ject showed that women and minorities were significantly under- 
represented based upon their overall presence in the Federal work 
force. The upcoming retirement tsunami presents an excellent op- 
portunity to get it right with respect to diversity in the SES. 0PM 
projects that 90 percent of the current SES will retire over the next 
10 years, with the largest number retiring in 2009. This is a chance 
to change the culture of the Federal workplace to one that pro- 
motes diversity. 

SEA sees four areas where the Government could dramatically 
improve diversity. First, develop clear data and make it accessible. 
Second, build pipelines for career development to assure that mi- 
norities and women will be promoted to the Senior Executive Serv- 
ice. Third, respect the merit system. Finally, and perhaps most im- 
portant, adopt a culture of leadership that emphasizes being inclu- 
sive of all employees. 

In most agencies data on diversity remains in the realm of the 
agency EEO office. Promoting diversity needs to be a team effort, 
with the entire organization knowing where it stands, where it 
wants to go, and how it plans to get there. 

If agencies looked at data in the context of other issues in the 
organization, such as dead-end jobs and EEO complaints, it can be 
even more valuable in identifying and solving problems. Agencies 
should work with associated interest groups such as the ones on 
this panel to recognize where their diversity problems lie. 

Once issues are identified through good data and collaboration, 
agencies can better tailor their hiring, training, and promotion to 
support diversity. 

Diverse, qualified, quality candidates must be placed in the pipe- 
line leading to senior executive positions. While good data helps us 
understand how to accomplish this, leadership is what will make 
it happen. 

Promoting a diverse leadership is more easily said than done. As 
it stands now, promoting diversity in the Federal workplace is not 
rewarded. Quite conversely, many senior personnel are confounded 
by the EEO system and work to avoid complaints, not to promote 
diversity. An atmosphere of “gotcha” seems to pervade some Fed- 
eral workplaces and causes many managers to believe that higher- 
level management will not support them on the issue of diversity. 
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The basic notion of the best candidate should be promoted has 
not changed, nor should it change as we seek a more diversity work 
force. Developing a qualified and diverse work force does not vio- 
late the merit system. Agencies need to encourage managers who 
promote diversity as an agency-wide, inclusive culture. 

Our final and most important point is about leadership for diver- 
sity. Gathering data, creating talent pipelines, dispelling myths, 
and training leaders are all steps on a longer journey. In an ideal 
workplace, holding diversity as a value must be acknowledged, pro- 
moted, and rewarded. The best way to move beyond the status quo 
is to encourage agency heads and individuals in leadership to actu- 
ally champion diversity rather than simply pay lip service to it. 
Managers at all levels must act and speak diversity every day. If 
higher-level political appointees do it, lower-level career managers 
will know that promoting diversity in a fair and inclusive work- 
place will be rewarded and it can become a model for senior Gov- 
ernment leadership that reflects the America of today and into the 
future. 

This must be a genuine effort that continuously identifies prob- 
lems, eliminates barriers, and communicates the values of diversity 
through our Government. With perseverance and commitment, we 
believe a diverse civil service from top to bottom can be achieved. 
There was a time when the Federal workplace was less diverse 
than it is now. It is time for the top echelons of the Federal work 
force to catch up. 

Thank you again for the opportunity to testify before this sub- 
committee. SEA looks forward to working with you and with agen- 
cies on this important issue. 

Thank you. 

[The prepared statement of Mr. Bransford follows:] 



144 


* * 

-♦< Senior 
Executives 
Associaiion 


^Ass^^c 


P.O. Box 44808 • Washington D.C. 20026 • (202) 927-7000 • Fax (202) 927-5192 • www.seniorexecs.org 


TESTIMONY 


of 


WILLIAM L. BRANSFORD 


General Counsel 


SENIOR EXECUTIVES ASSOCIATION 


Before the 


FEDERAL WORKFORCE, POSTAL SERVICE, AND THE DISTRICT OF COLUBIA 
SUBCOMMITTEE OF THE HOUSE OVERSIGHT & GOVERNMENT REFORM 
COMMITTEE 


May 10, 2007 



145 


Chairman Davis and Distinguished Members of the Subcommittee: 

The Senior Executives Association (SEA), the professional association representing the 
interests of members of the career Senior Executive Service and those holding equivalent 
positions, appreciates the opportunity to testify about the important topic of the lack of diversity 
in the senior ranks of goverranent and what to do about it. We applaud your oversight of 
diversity in the career Senior Executive Service (SES) and other senior positions in government. 
SEA seeks to work with you, the Subcommittee on the Federal Workforce, Postal Service and the 
District of Columbia, and others who care about this issue, to assure that the SES of the future 
represents fully the diversity of America. It is not only the right thing to do, but achieving 
diversity will pay dividends by producing a government led by executives who are better able to 
respond to and provide services to all Americans. 

The current record is not good enough. The 2003 Government Accountability Office 
report on this subject showed that women and minorities were significantly under represented 
based upon their overall representation in the federal workforce. The latest data from OPM’s 
fedscope section of its website shows that little, if any, improvement in diversity has been made 
over the last few years. 

The upcoming retirement tsunami presents an excellent opportunity to get it right with 
respect to diversity in the SES. OPM projects that 90% of the current SES will retire over the 
next 10 years, with the largest number retiring in 2009. This is a chance to change the culture of 
the federal workplace to one that promotes diversity more effectively. 

SEA sees four areas where the government could dramatically improve diversity. First, 
improved, accessible and clear data needs to be developed. This can tell us what groups are 
under represented, and show how access to resources can be improved and barriers can be 
eliminated. Second, specific work needs to be done on building pipelines for career development 
to assure that minorities and women are actually in a place to be promoted to the Senior 
Executive Service. Third, the merit system needs to be respected and must be a complement 
assuring that the SES of the future is the best it can be rather than a crutch against change. 

Finally, and necessary for any other factors to work, agencies must adopt a culture of leadership 
that emphasizes being fair to and inclusive of all employees. 

Improving Data 

In most agencies, data on diversity remains in the realm of the agency EEO office. 
Promoting diversity needs to be a team effort, with the entire organization knowing where it 
stands, the challenges in its way, and how it plans to get there. In the most basic of terms, an 
agency caimot reach goals if it does not know where it currently stands. Agencies need to know 
where they stand by having good data on diversity shared throughout the organization. 
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This data can be even more valuable in identifying problems if agencies look at it in the 
context of other diversity issues, such as EEO complaints and dead-end positions that stifle 
advancement. Agencies should work with associated interest groups to crunch and develop this 
data in ways that identify areas ripe for improvement. This will enable agencies to recognize 
where their diversity problems lie. Is the agency hiring a diverse workforce? Is a diverse 
workforce is being promoted through the ranks? Finally, are there bottlenecks or barriers to 
minorities being promoted? 

Identifying Barriers and Improving the Pipeline 

This is only the begiiming, though. Diversity cannot be achieved without appropriate 
data, but once these issues are identified through good data and collaboration, agencies can better 
tailor their hiring, training, and promotion to support diversity. Pipelines to the SES need to be 
identified and diverse qualified, quality candidates must be placed in that pipeline. Good data 
helps accomplish this. Leadership, as discussed below, makes it happen. Genuine opportunities 
must be available to minorities in the workplace. Resources must be directed in a maimer that is 
consistent with promoting the values of diversity. Training and development pipelines should 
advance a workforce that reflects America. 

The Merit Systems 

Promoting a diverse leadership is more easily said that done. This brings us to our third 
point. As it stands now, promoting diversity in the federal workplace is often not perceived as 
something that is necessarily rewarded. Quite conversely, many senior persoimel are confounded 
by the EEO system and work to avoid complaints, not to promote diversity. An atmosphere of 
“gotcha” seems to pervade some federal workplaces and causes many managers to believe that 
higher levels of management will not support them. 

But in this environment, the merit system remains paramount. The basic notion that the best 
candidate should be promoted has not changed, nor should it change, as we seek a more diverse 
workforce. But the development of a qualified and diverse workforce does not in and of itself 
violate the merit system. Agencies need to reward managers who promote an environment where 
diversity can become a reality and at the same time assure well-intentioned and fully trained 
managers of higher level support when dealing with the complex employee complaint, grievance 
and appeals system. 

Leadership That Promotes Diversity 

Our final point is about leadership for diversity. Gathering data, creating talent pipelines, 
dispelling myths, and training leaders are all small steps on a longer journey. Those small steps 
will succeed more easily if accompanied by a transformational change that comes from top-level 
agency leaders. In an ideal workplace, holding diversity as a value must be acknowledged, 
promoted and rewarded. 
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The best way to move beyond the status quo is to encourage agency heads and individuals 
in leadership to champion diversity. These champions must identify diversity as a real value of 
importance instead of the lip service that it sometimes receives. Managers at all levels must act 
and speak diversity everyday. If higher level political appointees do it, lower level managers will 
know that promoting diversity is to be rewarded. 

By individual champions at the highest levels of government holding up diversity as a key 
value and promoting the notion that those at lower levels insist on a fair and inclusive workplace, 
our civil service can model a senior government leadership that reflects the America of today and 
into the future. 

This must be a genuine effort that continuously identifies problems, eliminates barriers 
and communicates the values of diversity throughout government. With perseverance and 
commitment, we believe a diverse civil service — from the top to the bottom — can be achieved. 

I thank you again for the opportunity to testify before this Subcommittee. SEA looks 
forward to continuing to work with this committee and with agencies on what our organization 
sees as one of the most important matters facing our members. We hope to continue to be an 
effective voice of the federal government career executive leadership on this and other matters 
about the civil service. 
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Mr. Davis of Illinois. Well, thank you all very much. You 
know, as I listened to the testimony and as we got closer and closer 
to the end of the hearing, I was reminded, I guess, of this notion 
that sometimes we save the best for last. I mean, in terms of the 
goals and objectives that we have set for this subcommittee — and 
I am pretty up front in terms of who I am and what I believe and 
what I do — the testimony that you have provided I think gives a 
kind of blueprint in a way for some directions that we could take. 
I really do appreciate it. 

One of the things that I have said relative to my own being is 
that when I leave this subcommittee and if I leave its chairman- 
ship I certainly don’t intend that the numbers reflect the same, and 
I don’t intend that the problems when delineated will be the same 
with no concrete direction for how we change them. 

I will ask, and perhaps each one of you can respond. Where do 
you suggest that we start? Mr. Brown? I mean, we have delineated 
some barriers, we have laid out some situations, and if we begin 
to change them what is a good place to start? 

Mr. Brown. Thank you, Mr. Chairman. I think the first place I 
would start would be with the existing cadre of personnel you have 
now and work force. In other words, there is a system in place now. 
I would tweak that system. And I think I would do more than 
tweak it; I would really give it a shot in the arm. That was the 
basis for our testimony of holding the selecting officials account- 
able. 

You know, our membership tells us about individuals having sole 
authority to promote people. You know, we have to get serious 
about the business of requiring that this is a committee selection, 
there is minority representation on that committee, and the agency 
head is going to review those recommendations in light of the stra- 
tegic vision that you have put forth in terms of diversity in the 
workplace. So I would start with giving a shot in the arm to the 
existing process by holding them accountable. 

On the other hand, I would send another message by setting up 
a reward system, a diversity award. For those of you that under- 
stand and comply with the vision set forth by this committee, there 
is a reward at the end. Now, we can talk about reward being a bet- 
ter America and the talent and so forth, but I am talking about 
right away your agency, we are going to show you and hold you up 
as a model. That is where I would start, Mr. Chairman. 

Mr. Davis of Illinois. Anyone else, would you respond? 

Mr. Sandate. Yes, Mr. Chairman. To us it is very clear that 
what needs to be done in order to improve the system of advancing 
minorities to the senior levels is that somebody needs to hold Gov- 
ernment agencies accountable for doing what they are supposed to 
be doing. 

There are tools that are out there now. For example, the Uniform 
Guidelines on Employee Selection Procedures, EEOC has the re- 
sponsibility to enforce and monitor those. That is not happening. 
The implementation of Executive Order 13171, Hispanic Employ- 
ment in the Federal Government, 0PM has the responsibility to 
monitor and enforce agencies’ effective implementation of that. It 
is not happening. The Federal Equal Opportunity Recruitment Pro- 
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gram, or FEORP, again, 0PM has that responsibility, not happen- 
ing. And so forth. The tools are there. 

The strategic management of human capital, which is a respon- 
sibility that 0MB and 0PM has to ensure that the diversity compo- 
nent is being implemented effectively, not happening. Everybody is 
getting a green pass, a rubber stamp on their diversity efforts 
under strategic management of human capital. No one seems to be 
holding Federal agencies accountable for carrying out their mission 
effectively in this area. 

Ms. Trent. Chairman Davis, I would offer that we need to hold 
close and dear to us that we need to prepare these candidates in 
order to move up. The preparation is paramount. 

Whatever happened to the upper mobility programs, the job 
sharing programs in order to help people get into the career fields 
that would aspire them to have a high motivation or to aspire them 
to go on in the Federal Government? I personally was picked up 
on an upper mobility program. That is how I went from a job to 
a career in the Federal Government. Those upper mobility pro- 
grams don’t exist. There are very, very few. Women and minorities 
would jump on the chance to have an upper mobility or a job shar- 
ing program. Those things used to be very, very sought after. 

We have to prepare these people, and by all means we have to 
help these people become educated. Most of my FEW members that 
answered my questions when I was preparing on this, most of them 
didn’t really even understand the SES and how to aspire and get 
there. We have to have mentoring programs that help get the word 
out, train these people in order so they can be a candidate, and 
then they can be a candidate and go through the proper selection 
panel process that these gentleman have just discussed. 

Mr. Davis of Illinois. Thank you. 

Ms. Young. Chairman Davis, Blacks in Government spent many 
years of bringing SES to our training conference over years. We 
have many African Americans that are sitting, waiting to be placed 
in SES positions. They don’t fit the criteria for the jobs that are 
available. 

I would say that you would need to start with the SESers that 
are out there. There is a pool of us out there that should be placed 
in some of these jobs that are vacant, but if you are not from — an 
example would be I have a young man that is from HUD who is 
an SESer, but there is no SES position at HUD that he can fill, 
so there are applicants that are out there that are ready, but these 
agency’s SESers are not being selected. 

Mr. Bransford. Mr. Chairman, I think one of the first things 
that can be done is to improve the data. When you look at the data 
now, you look at OPM’s FedScope, first of all, it takes a lot of effort 
to figure out what it is trying to tell you, and then it doesn’t tell 
you enough. For example, in talking to some of the Asian Pacific 
American groups, they tell me that their members tend to get 
dead-ended into technical jobs and they can’t get into management 
positions, but they really don’t have the data to show this because 
the data is not being developed at that level of detail. 

So I think if we look at the data, develop a level of detail with 
the idea of trying to discover the barriers, not only develop the data 
but then have a program to do something with it, something about 
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it, I think then we can figure out just why this has become such 
a big problem. 

Mr. Davis of Illinois. Well, you know, I could go on and on with 
this and could sit and listen to you for the next several hours, but 
I won’t put you through that punishment, but I will say that the 
insight that you have provided for the committee, that we will cer- 
tainly take that information. I mean, we will take your informa- 
tion, your experiences, your feelings, and really sift through it and 
try and come up with something that becomes doable. 

I am sitting here saying to myself, why do you always take these 
real tough things to do? I mean, systems that are ingrained, that 
people do everything within their power to protect, feelings and 
prejudices and discriminations and all of those things that are as 
old as time. Here I am talking about we are going to take this sub- 
committee and attempt to seriously do something with it. Well, we 
are going to do that, and I thank you for the inspiration and moti- 
vation and for your participation which has helped push that for- 
ward. 

Again, I thank all of those who have remained to hear the end 
of the session. We will just determine that this hearing is ad- 
journed. 

Thank you. 

[Whereupon, at 4:58 p.m. the subcommittee was adjourned.] 

[The prepared statement of Hon. Elijah E. Cummings and addi- 
tional information submitted for the hearing record follows:] 
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Congressman Elijah E. Cummings of Maryland 
Opening Statement 

“Ensuring Diversity at Senior Levels of the Federal 
Government and U.S. Postal Service” 

Committee on Oversight and Government Reform 
Domestic Policy Subcommittee 

Thursday, May 10, 2007 


Mr. Chairman, 

Thank you for holding this vitally important hearing to continue 
the Subcommittee’s oversight of diversity at the highest levels of 
the federal government and the U.S. Postal Service. 

This is an issue that is very important to me, and I appreciate the 
Chair’s efforts. 

As you will recall, Mr. Chairman, at our last hearing, which was 
entitled, “The Postal Service: 101,” I asked witnesses whether 
women and minorities were successfully moving up within the 
ranks of the Postal Service. 

The Government Accountability Office had not collected sufficient 
data to answer the question at that time, but I asked if they could 
get something together in time for today’s hearing, and they did. 

I want to thank our witness from GAO, George Stalcup, and his 
colleagues for getting this information to us in such a timely 
manner. I think it will greatly enhance our efforts. 
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I originally asked the question because I knew, anecdotally at least, 
that diversity is a problem. 

Just this morning, I stopped by a breakfast hosted by the Maryland, 
Washington, D.C., and Virginia chapters of the Association of 
Letter Carriers. 


IC'ongresswoman Norton was also there.] 


During breakfast, one of my constituents from the letter carriers 
union told my staff something that I find very troubling. 

He said women and minorities are moving up at the lower levels of 
the Postal Service, but the glass ceiling is still nearly impossible to 
break through. 

Even worse, he said he knows of women in his office who have 
been passed over for promotions granted to men who were not 
nearly as qualified. 

To hear this man tell it, you might think the U.S. Postal Service 
had barely made any progress at all with regards to diversity. 

The data collected by the Government Accountability Office for 
today’s hearing bears this out. 

Of all Postal Career Executive Service employees, only 17 percent 
are minorities, and only 27 percent are women. 

Minority women — or I should say, woman, because there is only 
one minority woman — make up just 2 percent of the Postal Career 
Executive service. 

This is a problem. As a Member of this Subcommittee, I have 
consistently promoted the view that our federal workforce should 
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serve as a model for the private sector, as well as our state and 
local partners. 

This, Mr. Chairman, is no model I would support. 

Achieving diversity at the senior level should be a goal to which all 
federal agencies aspire. 

I am troubled by reports that we have not achieved this goal, and I 
intend to hold all of our agencies accountable to a higher standard. 

I look forward to the testimonies of today’s witnesses and yield 
back the remainder of my time. 


ELIJAH E. CUMMINGS 
Member of Congress 
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Good afternoon, Chairman Davis, Ranking Member Marchant, and distinguished 
members of the House Subcommittee on the Federal Workforce, Postal Service and the 
District of Columbia. 

The Asian American Government Executives Network, also known as AAGEN, was 
founded in 1994. We are a 501(c)3, non-partisan, non-profit organization of current and 
former top managers and executives who share the mission to promote, expand, and 
support Asian Pacific American leadership in the federal, state, and local governments. 

We thank you for the opportunity to appear before the Subcommittee to discuss the lack 
of diversity in the top levels of the federal government. 

AAGEN OBSERVATIONS 

Advocating diversity for Asian Americans, especially in breaking the "glass ceiling" to 
reach the top levels of the federal government, is like rowing a small boat upstream in a 
rapid river. We see very little progress despite all the efforts, but we also know that we 
will be falling further behind if we stop rowing. 

Many letters and articles have been written; studies and analyses conducted; and 
congressional testimonies made about workforce diversity. AAGEN last testified in the 
House in October 2003. When we review our previous testimony, we see little progress, 
except that we are all four years older. 

DEMOGRAPHIC WORKFORCE DATA 

One of our major concerns in 2003 was the rapid disappearance of publicly available, 
timely, detailed, and accurate demographic workforce data for both civilian and 
uniformed federal personnel, including both employment and applicant pool 
information. 

Today, the most recent statistics on senior positions in the Office of Personnel 
Management (OPM) website are based on 2004 data. While Asian Americans made up 
5.0 percent of the federal workforce, only 3.2 percent were in "Senior Pay Levels" which 
include technical and non-managerial positions. Demographic data on the Senior 
Executive Service (SES) are no longer separately available, but usually commingled in 
other categories. Minorities in the SES dropped from 14 percent in 2002 to 12 percent in 
2004 when the current minority population exceeds 30 percent. 

We no longer know directly how many Asian Americans are in the SES. We know it 
has been around 100 for over 10 years. We are getting older, joining the 90 percent of 
the SES who are retirement eligible (regular or early out). We know at one time we 
were totally void and absent in the SES in about one third of the major federal agencies. 
The General Accountability Office (GAO) projected in early 2000 that there would be 
little change for Asian Americans in the SES if the hiring practices and trends at that 
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time continued. We have not observed any noticeable change of Asian American career 
executives in the upper ranks of the federal government since that time. 

We request that the Subcommittee commission an update of the GAO reports and 
validate the projections it had made for 2007. 

Some agencies are explaining that suppression of the SES employment statistics is to 
protect confidentiality. Since the number of Asian Americans is typically small, the lack 
of diversity in the top levels of these agencies is largely suppressed, even at the level of 
zero when there is no confidentiality to protect. Such isolated visibility is also cause of 
apprehension for AAGEN officers and members to testify in the Subcommittee hearing. 

AAGEN believes that the statistics are important but diversity is more than just 
statistics. It is a matter of inclusion, participation, and achieving excellence. It is also a 
matter of how we treat our people, use our talents, and respect our views in our great 
nation, 

AAGEN RECOMMENDATIONS 

Mr, Chairman, in view of the lack of progress and more current data, we are re- 
submitting our 2003 testimony, as attached, for consideration by the Subcommittee, We 
also request that the GAO verify its model projections of diversity in the SES and 
produce a follow up report on the current status of the SES and make projections based 
on current trends and practices, 

Mr. Chairman, AAGEN also recommends that where Asian American representation at 
the senior levels is insufficient, agencies and departments should identify barriers and 
develop results-oriented remedial strategies to address the underlying problems. These 
strategies should include the following: targeted recruitment; specially designed 
internal and external assignments to better prepare qualified employees for higher level 
management positions; an expansion of management training opportunities; an 
examination of the composition of promotion selection panels; and the development of 
SES Candidate Development and results-oriented mentoring programs. 

AAGEN further recommends that OEM and EEOC should together identify best 
practices by federal agencies and make them available to all agencies. AAGEN also 
recommends that both should examine the differences in policy and administrative 
practices between the best and worst agencies in the federal structure to see what 
variables may have been different and that there should be opportunities created for the 
better performing agencies to work in close partnership with underachieving agencies. 
AAGEN further suggests that OEM and EEOC provide technical assistance and make 
statistical data and information more available and accessible to all agencies. 
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AAGEN believes that this would be an especially opportune time to employ these 
strategies and to focus on federal workforce diversity, given that, according to OPM 
and the Partnership for Public Service, 42 percent of senior executives will be eligible to 
retire or will retire by 2010, 58 percent of supervisory workers will be eligible to retire 
by 2010, and 42 percent of non-supervisory workers will be eligible to retire by 2010. 

Mr, Chairman, thank you for this opportunity to share our ideas and recommendations 
with the Subcommittee on the persistent lack of diversity at the top levels of the federal 
govermnent. We would be pleased to answer any questions that Subcommittee 
members may have or provide any additional information that Subcommittee members 
may need. 
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Good afternoon. Chairwoman Davis, Ranking Member Davis, and distinguished 
members of the House Subcommittee on Civil Service and Agency Organization. 

The Asian American Government Executives Network, also known as AAGEN, was 
founded in 1994. We are a 501(c)3, bi-partisan, non-profit organization of current and 
former top managers and executives who share the mission to promote, expand, and 
support Asian Pacific American leadership in the Federal, state, and local governments. 

My name is Jasemine Choy Chambers, and 1 serve as the Chair of AAGEN. I thank you 
for this opportunity to brief you on the under-representation of Asian Pacific Americans 
in the Senior Executive Service and to offer our thoughts and ideas to correct this 
situation and reverse the recent trend. 


ASIAN AMERICANS 

Available records indicate that Filipino sailors jumped ship from Spanish galleons and 
established a settlement in the Louisiana bayous in the 1760's. Three Chinese sailors 
first sailed into Baltimore harbor on board of the merchant ship "Pallas" in 1785. They 
were among the earliest arrivals of Asians in the United States. 

More than two hundred years later, the Census Bureau reported 7.3 million Asian 
Pacific Americans,! gj- 2.9 percent of the total U.S. population, in the 1990 census. This 
total increased to 12.8 million, or 4.4 percent of the U.S. population in 2000, making 
Asian Pacific Americans one of the fastest growing segments in the nation. 

The Asian Pacific American population is extremely diverse; they differ in language, 
culture, and length of residence in the United States. The Pacific Islanders are the 
indigenous peoples of Hawaii, Guam, Samoa, and other Pacific islands; many Chinese 
and Japanese Americans have been in the U.S. for generations, while Vietnamese, 
Hmong, and others of Southeast Asian origins are more recent immigrants. This year 
marks the centennial of the arrival of Koreans in the U.S. There has also been a steady 
influx of Filipinos and Asian Indians, who are now the second and third most populous 
Asian groups in the United States. 

The diverse backgrounds of the Asian Pacific Americans are united in their 
contributions and sacrifices to this nation. They fought in the Civil War and built the 
trans-continental railroad in the 19* century; they risk their lives to carry out space 
shuttle missions and dedicate their research to develop new medical treatments to AIDS 
in the 21®* century. 


' This term refers to the combination of Asian Americans and Pacific Islanders. Although 0MB revised the race 
and ethnic definitions to create a separate “Hawaiians and other Pacific Islanders” category in 1997, the Office of 
Personnel Management and the Equal Employment Opportunity Commission have continued to report combined 
workforce statistics for Asian Americans and Pacific Islanders. 
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The Asian Pacific Americans have also served the nation with pride, dedication, and 
loyalty in public service, including the Federal government. Today, about 87,000 Asian 
Pacific Americans serve in the Executive Branch,^ 56,000 on active duty in the military, 
26,000 in military reserve, and 56,000 in the Postal Service.^ These figures do not 
include those in the Legislative and Judicial Branches and national security agencies. 
These 200,000+ men and women represent about 4.8 percent of the civilian workforce in 
the Executive Branch, 3.9 percent of the active duty military, and 3.0 percent of the 
reserve respectively. 


THE SENIOR EXECUTIVE SERVICE 

Despite their participation and contributions, Asian Pacific Americans have largely 
been absent in top Federal leadership and executive positions. 

The first Asian Pacific American Congressman was Representative Dalip Singh Saund 
(D-CA), an immigrant from India who served in the House from 1957 to 1963. Hiram 
Leong Fong (R-HI), an American of Chinese ancestry, was the first Asian Pacific 
American elected to the Senate in 1959. 

It was not until 2000 when Secretary Norman Y. Mineta became the first Asian Pacific 
American to hold a post in the presidential cabinet. Secretary Elaine Chao became the 
first female Asian Pacific American cabinet official in 2001. 

With the retirement of General Eric Shinseki as Army Chief of Staff in June 2003, there is 
only one other Asian Pacific American above the rank of 0-7 (the equivalent of 
Brigadier General) in the entire U.S. military. 

Commissioned by the House Subcommittee on Civil Service and Agency Organization, 
the two reports^ by the General Accounting Office (GAO) provide a grim assessment of 
the past, present, and future state of Asian Pacific Americans in the Senior Executive 
Service (SES). 

For example, according to the GAO reports, 

• In 1990, only 51 Asian Pacific Americans, representing 0.8 percent of the total, 
were members of the career SES. Among the 24 CFO agencies, = eight had no 


^ Not including the U.S. Postal Service. 

^ This is an estimate; workforce information about the U.S. Postal Service is not publicly available. 

GAO-0 1-377, Senior Executive Service: Diversity Increased in the Past Decade-, and GAO-03-34, Senior 
Executive Service: Enhanced Agency Efforts Needed to Improve Diversity As the Senior Corps Turns Over. 

* GAO defined CFO departments and agencies to be those covered by the Chief Financial Officer (CFO) Act. 
These 24 agencies reportedly covered more than 96 percent of the Federal civilian employees. 
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Asian Pacific Americans in the career SES, including 5 cabinet-level 
departments.^ 

• During the period of 1990-1999, there were almost 5,300 career SES vacancies. 
Asian Pacific Americans filled 89 such positions, a rate of 1.7 percent. During 
this ten-year period, 7 CFO agencies^ had 376 career SES opportunities and did 
not fill one with Asian Pacific Americans. 

• In 1999, the number of Asian Pacific Americans in the career SES reached 100, or 
about 1.6 percent of the total. Seven* of the 24 CFO agencies had no Asian Pacific 
Americans in the career SES ranks. 

• Based on current separabon and hiring trends, GAO projects that the number of 
Asian Pacific Americans in the career SES will increase modestly to 104 by the 
year 2007, or 1.7 percent of the total. Compared to the 2000 levels, the slight 
increase of Asian Pacific American women (from 33 to 39) will be offset by a 
corresponding decline of Asian Pacific American men (from 70 to 65). According 
to GAO projections, as many as 9 out of 24 CFO agencies,^ - one more than in 
1990 - will have no Asian Pacific Americans in the career SES by the year 2007. 

GAO anticipates that severe under-representation of Asian Pacific Americans in the 
career SES will continue in the foreseeable future under the current trends. AAGEN 
shares this extremely alarming observation, and believes that the actual problems are in 
fact more severe than reported because: 

• Data used by GAO did not cover the national security, intelligence, and law 
enforcement agencies such as the National Security Agency (NSA), Central 
Intelligence Agency (CIA), and the Federal Bureau of Investigation (FBI), as well 
as the newly created Department of Homeland Security and special pay-band 
plans, where representation of minorities and women in the upper ranks is well 
known to be weak. 

• The GS-15 level is commonly recognized as the primary pipeline to the career 
SES; over 80 percent of the promotions to the career SES come from this level. 
However, more than half of the 2,900 Asian Pacific Americans in the reported 
GS-15 positions serve as non-supervisory medical personnel under special pay 
plans in the Department of Veterans Affairs. These positions are not structured 


They include the cabinet-level departments of Agriculture (USDA), Housing and Urban Development (HUD), 
Interior, Labor, and Veterans Affairs (VA) and three other agencies - Office of Personnel Management (0PM), 
Small Business Administration (SBA), and U.S. Agency for International Development (AID). 

’ HUD, Labor, State, 0PM, AID, Federal Emergency Management Agency (FEMA), and General Services 
Administration (GSA). 

® HUD, Labor, State, 0PM, AID, SBA, and FEMA. 

^ Education, HUD, Interior, Labor, State, 0PM, SBA, AID, and FEMA. AID and FEMA no longer exist due to 
AID’S merger with the Department of State and FEMA’s migration to the Department of Homeland Security. 
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to advance into the career SES. Among the remaining GS-15 employees, many 
are not in supervisory positions, nor are they in occupational series that would 
lead them into the senior positions. Therefore, Asian Pacific Americans face a 
similarly serious under-representation problem (well less than 2.7 percent of the 
total) in the GS-15 positions. 

• As the "Federal Government's Human Resource Agency," the Office of 
Personnel Management (OPM) itself has not had one Asian Pacific American 
serving in either its career SES or the GS-15 ranks since 1990. It is quite possible 
that OPM has never had an Asian Pacific American serving in either of these top 
positions since its establishment. 

• To illustrate the pipeline problem, the only Asian Pacific American member of 
the career SES in the 65,000-employee Social Security Administration is expected 
to retire soon. There are only 8 Asian Pacific Americans in the GS-15 pipeline to 
fill this or any other upcoming vacancies, and some of them are eligible for 
retirement. 

• As another example of the pipeline problem, out of a class of 50 candidates, only 
three minorities (one Asian Pacific American, two Hispanic Americans, and no 
African American) were recently accepted into a SES Candidate Development 
Program conducted by the U.S. Department of Agriculture.’^ 

According to the GAO, representation of Asian Pacific Americans in the career SES 
ranks was "more than 50 percent below its percentage in five out of six labor forces"” 
selected by the GAO - it was the most significant disparity among all of the women and 
racial and ethnic groups studied by the GAO. The sixth labor category was the Postal 
Service career executive corps, which demonstrates only that representation of Asian 
Pacific Americans is similarly poor in the U.S. Postal Service,’^ 


AAGEN OBSERVATIONS 

The GAO reports show Federal departments and agencies with a paucity of Asian 
Pacific Americans in the career SES now and into the future. While the Government has 
an important opportunity to affect SES diversity, "little will change if current 
appointment trends continue.''’^ In fact, the percentage of all minorities in the SES 


USDA added 33 candidates to the class after protests by multiple groups. The total number of Asian Pacific 
Americans in the class increased to 2 after the addition. 

GAO-01-377, page 31, Table i. 

Asian Pacific Americans reportedly made up slightly over 2 percent of the nearly 800-member Postal Career 
Executive Service. 

” GAO-03-34, page 7. 
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dropped from 14.4 percent in 2000 to 13.7 percent in 2001. There are pipeline and 
succession issues that are similarly important. 

Equal employment opportunity is not only a matter of law; diversity at all grades and 
ranks is a sound business case. 

AAGEN believes that lack of appreciation and understanding of the Asian Pacific 
American perspective in the Federal government has contributed to the campaign 
finance controversy and the incarceration of Dr. Wen Ho Lee. Hate crimes led to the 
death of Vincent Chin in Detroit in 1982. In times of tension or conflict with Asian 
countries, as in 1942 after the Japanese attacked Pearl Harbor or in the late 1990s after 
the allegations of Chinese espionage in the national weapons laboratories, Asian Pacific 
Americans suffered hostility and profiling because of their race and ancestry. In the 
aftermath of the September 11 tragedy, there were violence and bigotry against fellow 
Americans of Sikh and Arab origin. 

We believe that the lack of Asian Pacific American perspective in the Federal 
government nurtures an institutional bias and culture that contributes to the continuing 
negative image of Asian Pacific Americans as "perpetual foreigners," despite our 
achievements and dedication to the American society and loyalty to the United States 
for many generations. 

The Committee of 100 '^ conducted a national opinion polh* about American attitudes 
toward Chinese Americans and Asian Americans in 2001 . It was found that 25 percent 
of the American public holds a very negative attitude toward Chinese Americans and 
Asian Americans. That is one out of every four Americans! This can be extremely 
damaging to our nation if similar views are held or inherent in the making of public 
policies and decisions. Lack of Asian Pacific American leadership in the intelligence 
agencies, the law enforcement agencies, and public service in general denies all of us an 
opportunity to help unite the nation. 

It is perhaps most alarming to observe that OPM, which is expected to "provide 
government-wide leadership and policy direction in the selection, development and 
management of diverse, highly-qualified Federal executives,"'^ is among the worst 
performing agencies toward inclusion of Asian Pacific Americans. A lead agency with 
this kind of performance record for at least 13 years lacks credibility in the Asian Pacific 
American community. 


Latest available statistics from the OPM web site at http://www.opm.ttov/ses/demogfaDh.htmI . as of October 4, 
2003. 

A national non-partisan organization composed of prominent American citizens of Chinese descent. Additional 
descriptions available at http://www.comniitteel00.org/. 

American Attitudes Toward Chinese Americans and Asian Americans, A Committee of 100 Survey conducted in 
collaboration with the Anti-Defamation League (ADL) and performed by Martilla Communications Group and 
Yankelovich in February and March 2001. 

" GAO-01-377, page 103. 
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While statistical representation is very important, AAGEN firmly believes that 
members of the career SES must be among the best qualified and the most talented. The 
few Asian Pacific Americans who are able to join the career SES typically have one or 
more advanced degrees and extensive experience. They have also demonstrated that 
they are exceptional leaders and performers among their peers. There are many more 
Asian Pacific Americans who are qualified, able, and willing to take responsibilities as 
21*^ century Federal senior executives. 

AAGEN recognizes that the 21®* century Federal senior executives can be quite 
differently from those of our past and present generations. We fully support changes 
that will lead to an accountable Government that serves all of its people, values the 
diversity of its workforce, and produces top performance and results. Some of the 
changes being proposed to the SES and the Federal workforce are needed and can have 
profound effects on the future of the Government. There will be discussions and 
debates of many issues. Asian Pacific Americans have a significant role in this national 
dialogue; we want to be included and become a constructive and significant part of the 
21®* century United States Government. 

Sound decisions can be made only with good data and good analysis. We cortunend 
the Subcommittee and GAO for taking the initiative and producing two insightful 
reports. However, we also note that there are significant data and information gaps 
about the Federal workforce. 

Military and civilian data are reported separately; the civilian data are scattered and 
incomplete, The vacancy and hiring data used by the GAO are public information that 
is not readily available to the public. In addition, applicant flow data are rarely 
collected. When they are collected, the results are not reported. Consequently, when 
under-representation problems are identified, as the GAO has, it is not even clear 
whether they are caused by an agency's failure to conduct outreach or its persistent 
employment barriers in the application and selection process. 

FedScope, an excellent interactive data resource available from the OPM web site, 
explicitly suppresses the reporting of race and national origin data. As the 
Government's human resource agency, OPM is expected to monitor the diversity of the 
Federal workforce, particularly at senior levels. However, OPM's demographic data 
have become less available to the public. The most recent demographic profile of the 
Federal workforce on the OPM web site dates back to September 30, 2000. 

Timely and reliable information is a form of public accountability. Begirming October 1, 
2003, The Notification and Federal Employee Amtidiscrimination and Retaliation (No 
FEAR) Act became effective. It is an extraordinary legislation passed unanimously by 
the House and by voice vote in the Senate. No FEAR was prompted in part by 
testimony before Congress of continued, widespread discrimination and retaliation 
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within the Federal government. The law now requires Federal agencies to disclose 
publicly their employment complaint statistics on the Internet and make direct payment 
for complaint settlements and judgments without dipping into the Judgment Fund. 
AAGEN believes that the same principles underlying the No FEAR Act - public 
disclosure and accountability - are applicable in workforce diversity issues. 


WHAT AAGEN DOES 

To accomplish our mission, AAGEN networks with organizations who share our 
common interests. We are a member of the Coalition of Asian Pacific American Federal 
Employee Organizations and are active among community, civil rights, and 
professional organizations. We also interact with sister organizations including the 
National Association of Hispanic Federal Executives, the African American Federal 
Executives Association, and the Senior Executive Association. 

Among other activities, AAGEN 

• Sponsors events featuring prominent and influential speakers who share their 
insights and serve as role models; 

• Educates our community by organizing seminars and publishing informative 
materials about the Government and public service; 

• Organizes events to share lessons learned, emerging management concepts, and 
recent workforce trends and patterns; and 

• Offers help to ourselves and others through mentoring, coaching, preparation for 
career development and enhancement, and information exchange. 

In particular, during the creation of the Transportation Security Administration to 
enhance the nation's homeland security, AAGEN networked with the Asian Pacific 
American law enforcement organizations and assisted in the efforts to recruit Federal 
security executives and personnel by exchanging information on available 
opportunities, use of special Federal hiring authorities, and the required executive core 
qualifications for the SES under special pay-band plans. 

AAGEN is committed to ensure that Asian Pacific Americans will have an opportunity 
to participate in and contribute to the most senior levels of the Federal, state, and local 
governments. Its members are dedicated to serve as mentors and lead in other 
capacities to successfully deliver the AAGEN mission. 
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WHAT WE WOULD LIKE CONGRESS TO DO 

David Montoya, past President of National Image, Inc. and former Director of Civil 
Rights at the U.S. Department of Agriculture, once said, 

"Advocates of equal employment opportunity have observed that barriers to 
career advancement are flexible lids. For the groups who are reserved in their 
interaction styles, their lack of assertiveness is cited as a barrier. For those who 
are less advanced in formal education, their relatively low level of educational 
attainment is a barrier. For those who are vocal, they are considered too loud 
and therefore a liability to their career. For those who are focused in their 
professional pursuit, they are deemed to be not managerial material and they are 
left in their 'technical ghetto.' Some are blocked from advancement because they 
are too specialized; others are kept from upward mobility because they lack 
technical expertise." 

Many analyses have been performed and reports written about the under- 
representation of women and minorities in the Federal workforce. Although some 
improvements have taken place when there was attention and intervention by Congress 
and the Admirustration, what has been lacking is the accountability to implement and 
enforce the recommendations. 

The GAO reports confirm that Asian Pacific Americans are severely under-represented 
at the SES and other senior levels of the Federal government and that there are serious 
concerns about the lack of inclusion of Asian Pacific Americans at the pipeline levels 
and in succession planning. 

AAGEN urges Congress and the Administration to proceed to the next stage of 
reaching out to Asian Pacific Americans and removing the employment barriers that 
prevent Asian Pacific Americans from reaching their full potential, offering true equal 
opportunities to enter the SES and other senior positions, and be included in the current 
transformation to a 21®* century Government. 

In summary, AAGEN concurs with the four GAO recommendations: 

1. Recruitments directed at all under-represented groups; 

2. Inclusion of diversity in workforce and executive succession planning; 

3. Monitoring of existing workforce and selection for hiring and promotions; and 

4. Holding executives accountable for diversity. 
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In addition, AAGEN proposes that 

5. These recommendations should be linked to specific agency strategic plans and 
actions, established performance goals, continuous monitoring of results, and 
consequences of good or poor performance; 

6. Congress continues to exercise oversight by directing GAO to perform annual 
audits and to hold hearings to address progress or the lack of it; 

7. OFM and the U.S. Postal Service should be directed to restore the availability of 
timely, detail, and accurate demographic workforce data to the public, including 
both employment and applicant pool information; and 

8. The Subcommittee continues to include AAGEN and the Asian Pacific 
Americans perspectives in the current transformation of the SES. 

Chairwoman Davis, Ranking Member Davis, and distinguished members of the 
Subcommittee, this concludes my statement. AAGEN will be glad to respond to your 
questions and provide additional assistance to your efforts. I thank you most sincerely 
for the opportunity to share our views. 
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